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3ABSTRACT
Orientation: Discrimination leads to burnout in various forms, including emotional
exhaustion. The negative effects that result from this relationship may be mitigated by
identity, being a psychological resource that contributes to high self-esteem, sense of
community and belonging, engagement, meaning, commitment, and satisfaction.
Research purpose: The purpose of this study was to evaluate the mediation of the
relationship between discrimination and burnout by work and ethnic identity in a sample of
working Black South Africans.
Motivation for the study: No studies were found linking these constructs in the South
African context. The pervasiveness of discrimination leads to burnout. Identity, however, can
be leveraged to decrease the effects of this relationship, affecting how individuals view
themselves, how they interact with others in various contexts including at work, and
ultimately their performance therein.
Research approach, design and method: This study adopted a cross-sectional design,
quantitative research approach, and a combined convenience and snowball sampling method
as a part of the greater cross-cultural Experiences @ Work study. Of the 1,242 responses
obtained, a sample of n = 403 Black working South African participants were extracted for
this study. Psychometric properties, descriptive statistics, Confirmatory Factor Analysis
(CFA), Multivariate Analysis of invariance (MANOVA), and Structural Equation Modelling
(SEM) were used to analyse data.
Main findings: The results indicated that work identity is utilised as a resource in decreasing
the negative effects that emanate from the relationship between discrimination and burnout.
Work identity significantly mediated the relationship between burnout and discrimination.
Practical and managerial implications: Being aware of and actively mitigating the effects
of discrimination that lead to burnout impacts individuals and ultimately organisations.
Providing an environment that allows for the development of work identity in the form of
certainty in roles at work, positive working relationships, and positive attributions of self, can
be used as a resource to lower the impact of discrimination in the workplace. South African
workplaces should assist employees to strengthen work identity while fostering and
maintaining environments where discrimination is not tolerated in any form, subtle or overt.
This will lead to increased engagement, satisfaction and organisational commitment,
productivity, and profitability.
4Contribution or value-add: This study aimed to contribute to the body of knowledge
available on identity, providing insight on how discrimination as a predictor of burnout as
outcome variables may manifest differently when mediated by work identity and/or ethnic
identity. Work environments and ultimately societies that fosters an inclusive culture that
accept individuals and does not perpetuate subtle and overt forms of discrimination is
important to decrease emotional exhaustion that results from individuals’ experiencing
discrimination. Thus, issues of negotiating and renegotiating issues of identity coming to the
fore, even with more educated and well-trained Black individuals, should be addressed more
directly to mitigate the negative impact of discrimination in organisations at large.
Keywords: discrimination; burnout; emotional exhaustion; identity; ethnic identity; work
identity; South Africa
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CHAPTER ONE
GENERAL INTRODUCTION
1.1 Chapter Introduction
This chapter aims to provide an overview and outline of the dissertation that follows.
The background will introduce, define, and provide context for the constructs work identity,
ethnic identity, discrimination, and burnout. The problem statement and objectives will then
be discussed. Finally, the aim will of the study will be provided and a brief description given
of the research design that will be carried out, including the proposed value-add of the study.
1.2 Background
Discrimination has played a central role in South Africa’s history. In the process of
forming its identity, South Africa has changed notably but the effects of history can still be
recognised in structural limitations, specifically economic and social disparity (Glaser, 2010).
This is evidenced through significantly high unemployment rates (estimated at 26.6%)
(StatsSA, 2018) and relatively low possession of the economy (a mere 10%) by the Black1
population group in South Africa (Mbembe, 2016). Furthermore, in South Africa,
discrimination, inequity, and differences between races can still be seen in positions within
organisations and income distribution (Mazibuko & Govender, 2017). In an attempt to correct
ills of the past while upskilling both employed and unemployed citizens, the South African
government has developed frameworks to address imbalances (Zulu & Parumasur, 2009).
Policies and laws such as affirmative action and the Employment Equity Act (no. 55 of 1998)
(Adams et al., 2014) and the Broad-Based Black Economic Empowerment Act (no. 53 of
2003) were meant to propel society towards transformation while protecting the rights of
employees. However, the effects of legislative interventions have been sluggish and yet to be
1 In this study, Black denotes ‘of African descent’.
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realised (Mazibuko & Govender, 2017). A younger, urbanised and more educated generation
is coming to the fore but this is still significantly disproportionate (Roodt, Jansen, & Crous,
2011). A significant portion of the previously the population is still left inadequately trained
and economically disempowered , which has a ripple effect both societally and within the
workplace (Mazibuko & Govender, 2017; Roodt, Jansen, & Crous, 2011). Alongside
structural (including economic and social) limitations to resources, systematic exclusion from
participation has been found to lead to negative psychological effects for victims (Major,
Quinton, & McCoy, 2002; Schneider, Hitlan, & Radhakrishnan, 2000). Disadvantaged
individuals and groups that are victims of discrimination subsequently exhibit symptoms of
aggression, resentment, and dissatisfaction with their circumstances (Noh, Kaspar, &
Wickrama, 2007; Major et al., 2002), which can negatively impact their future wellbeing.
Discrimination can occur in overt and subtle manners but Jones, Peddie, Gilrane,
King, and Gray (2016) assert that the effects of subtle discrimination are often perceived as
far worse than overt discrimination, as often there are no clear reporting structures or policies
for victims to address grievances. In addition, people’s reactions to discrimination and
negative conditions are dependent on the length of exposure, as stigmatised groups who are
aware of discrimination against them will often internally attribute the negative perceptions
of others (Branscombe, Schmitt, & Harvey, 1999). This then leads to aggravated feelings of
exclusion and loss of control over one’s circumstances (Branscombe et al., 1999) and in
effect may cause lower self-esteem and psychological wellbeing (Gifford, 2011; Lim &
Cortina, 2005; Utsey et al., 2002). Negative psychological effects may also manifest in the
form of cynicism, emotional exhaustion, and depletion of resources, which may lead to a
decreased ability to make impactful contributions in society and at work (Schaufeli, Leiter, &
Maslach, 2008). Previous studies (see Yoo & Lee, 2005; Mossakowski, 2003; Phinney, 2000;
Roberts, Phinney, Masse, Chen, Roberts, & Romero, 1999; Yip, Gee, & Takeuchi, 2008)
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have shown the pivotal impact a well-established identity may play a role as a resource into
which individuals tap to decrease the negative impacts of discrimination. It is therefore
important to expand on and bring clarity in this regard, with specific reference to the South
African Black population group.
Identity is that which leads to individuals’ uniqueness and difference to others but
also how individuals are found to be similar to others (Adams, Van de Vijver, De Bruin, &
Bueno Torres, 2014). Identity has personal, social, and relational dimensions, with multiple
forms of identity underlying these dimensions, such as racial, ethnic, and work identity
(Adams & Van de Vijver, 2017). Tajfel and Turner (1986) developed the social identity
theory, which posits that individuals’ responses are dependent on the extent to which the
individual feels a sense of belonging within a group, providing insight on different ways
individuals conceptualise themselves in a social context. The phenomenon of identity
includes the roles an individual can play, which are described as a socially constructed self-
concept, and belonging to specific group in different contexts (Hogg, Terry, & White, 1995).
Identity also provides different dimensions that contribute to an individual’s esteem. These
different dimensions of esteem and emotional wellbeing may be able to counteract the effects
of discrimination (Deitch, Barsky, Butz, & Jill, 2003). Though many groups in South Africa
still experience discrimination in varying degrees (Mbembe, 2016), identity and identifying
with a particular in-group can mediate the effects of discrimination as social identification
and self-categorisation that occur in forming a personal identity are said to improve an
individual’s self-concept (Mossakowski, 2003). This can include race and population groups
(Sellers, Caldwell, Schmeelk-Cone & Zimmerman, 2003), ethnic groups (Mossakowski,
2003), and work groups. In this study, the specific impact of work and ethnic identity among
the Black population group was elucidated and explored.
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Ethnic identity is described as how an individual develops and retains aspects of his or
her culture and how this is integrated with the self in order to bring about a sense of
belonging to the in-group (Phinney, 1990). South Africa consists of four major racial groups
and 11 official languages and associated ethnic groupings distinguished by different cultural
and ethnic practices and traditions. In multicultural contexts, identifying with an ethnic group
allows individuals to explore, commit to, and develop an identity in recognising who they are
and how they fit into society (Phinney, 1992). It is understood that historical experiences and
cultural background have a notable impact on how ethnic identity is formed (Cokley, 2007).
In South Africa, individuals find themselves in a predicament of renegotiating issues of
identity as a result of apartheid, which institutionally imposed race and ethnicity on them
(Rudwick, 2006). The political system prescribed these identities to people, which has left
ethnicity as a loaded and uncomfortable aspect of their identity. Belonging to one’s in-group
and identity is said to be a resource that can mitigate the impact of perceived discrimination
(Truchot & Deregard, 2001); however, this is questionable in the South African context,
specifically when related to ethnic identity. This is as a result of historical factors relating to
identity and how Black South Africans view their ethnic identity. The impact of belonging to
and identifying with one’s ethnic group in South Africa may therefore need to be interrogated
as a result of contextual and historical artefacts mentioned above.
In research on population groups in other contexts, including African-American and
Latin-American groups (see French, Seidman, Allen, & Aber, 2006; Phinney and Ong, 2007;
Torres, 2004;), ethnic identity acts as a mechanism that solidifies self-esteem, increases
belonging to the in-group and possibly mitigate the effects of discrimination. Romeo and
Roberts (2003) further add that identification with one’s in-group also impacts an individual’s
mental and psychological wellbeing. Previous research has found that ethnic identity may act
as a resource against stress and negative effects caused by discrimination (Mossakowski,
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2003; Romero & Roberts, 2003; Yip, Gee, & Takeuchi, 2008). Furthermore, taking into
consideration the fact that individuals belong to various groups, it is imperative for
individuals to make attempts to strengthen their own identity and relations with their in-group
in various social contexts, including the workplace (Branscombe et al., 1999).
Work, as an important social context, provides an individuals an environment in
which their identities may be developed and affirmed in relation to the work they perform
(Adams & Crafford, 2012). Work identity involves the roles and behaviours an individual can
take on in the work context (Bothma & Roodt, 2012). The effects of a segregated society,
such as the one in South Africa, also leads one to questions of how much of an individual’s
personal identity is found in aspects of work and the contribution of this to one’s self-concept
(Lloyd, Roodt, & Odendaal, 2011). Work forms a significant part of how individuals perceive
themselves and forms a part of their personal identity, contributing to perceptions of
meaningfulness (May, Gilson, & Harter, 2004) and engagement (Schaufeli & Bakker, 2003,
2004). Employees who are dedicated are usually enthusiastic, committed, and are said to
identify with their work. In addition, the norms, values and relationships created at work can
contribute to wellbeing, a sense of belonging, and improve how individuals perceive
themselves and the work they do (Saayman & Crafford, 2011; Haslam & Ellemers, 2011).
When there are discrepancies in the relationship between individuals and their work, this can
have serious implications on the workplace. These implications can cause symptoms of
prolonged multidimensional stress, including work and personal life, low job satisfaction,
turnover (Kabat-farr & Cortina, 2012), and burnout (Maslach, Schaufeli, & Leiter, 2001). The
pressure and imbalance of workplace demands on individuals’ limited resources, coupled
with differences in ability at work and unfulfilling relationships, may predict the occurrence
of burnout (Bakker & Demerouti, 2007).
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Many definitions have been provided for burnout (see Lee & Ashforth, 1996; Leiter &
Maslach, 2003; Schaufeli, Leiter, & Maslach, 2008) in addition to these, burnout may be
conceptualised as negative psychological repercussions that result from work-related stress as
well as an inability to cope. Burnout is the exhaustion of employees’ resources and loss of the
ability to make impactful contributions (Schaufeli et al., 2008). Negative psychological
symptoms, including cynicism, exhaustion, disengagement, and reduced personal and job
satisfaction, are exhibited as a result (Bakker, Demerouti, & Verbeke, 2004). High demand
and low control over the job demands is said to be the cause of the psychological distress and
physical manifestation of burnout (Bakker & Demerouti, 2007). This may imply that feeling
a sense of control over one’s job may be a mitigating factor to the effects of high job
demands on the wellbeing of employees (Bakker & Demerouti, 2007).
1.3 Problem Statement
Discrimination affects an individual holistically, affecting the way people perceive
themselves and their identity (Rudwick, 2006), and inducing mental and psychological
distress (Sellers, Caldwell, Schmeelk-Cone, & Zimmerman, 2003). It can affect an
individual’s outlook on work, affecting job satisfaction, dedication, and turnover (Kabat-farr
& Cortina, 2012). This may have negative psychological repercussions (Major et al., 2002),
which, in effect, contributes to a hindered ability to function optimally and make an impact in
the work an individual does (Schaufeli et al., 2008). Feelings of rejection and not belonging
are said to have harmful effects on self-esteem, severely impacting life satisfaction, in
support of the case that exclusion causes distress in some individuals (Branscombe et al.,
1999). On the contrary, high self-esteem is found to be related to an individual’s strongly
identifying with and being affiliated to particular social groups (Yoo & Lee, 2005). South
Africans find themselves in a predicament of renegotiating their identity and belonging as a
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result of the historical and environmental prevalence of discrimination and its limitations—
the effects of which can still be felt today (Rudwick, 2006).
Social Identity Theory (SIT), developed by Tajfel and Turner (1986), explains that
individuals develop an identity within the confines of a social group with which they identify,
thereby asserting affiliation and identification of self by being associated with the in-group.
Identifying with particular social groups is said to have positive effects on an individual and
can mediate the relationship between and effects of discrimination and psychological distress
(Mossakowski, 2003; Roberts et al., 1999; Yip, Gee, & Takeuchi, 2008). Numerous studies
have documented the impact of identity, specifically ethnic identity (see Mossakowski, 2003;
Operario & Fiske, 2001; Romero & Roberts, 2003; Serrano-villar & Calzada, 2016; Umaña-
Taylor & Updegraff, 2007) and work identity (see Adams & Crafford, 2012; Bothma &
Roodt, 2012; De Braine, 2012; Lloyd, Roodt, & Odendaal, 2011; Saayman & Crafford, 2011;
Watson, 2008).
A study conducted by Roberts et al., 1999 details the positive psychological effects
that ethnic identity induces and its positive relation to self-esteem, while findings in a study
by Umaña-Taylor and Updegraff (2007) indicated that various facets of the self, including
esteem and the identity one develops, were found to protect against psychological distress.
Furthermore, another study found that ethnic identity buffered the relationship between
discrimination and psychological distress, specifically in individuals with strong affiliation to
their in-groups (Yip, Gee & Takeuchi, 2008). The impact and perceptions of ethnic identity
may manifest differently in Black South Africans as a result of various factors, including
historical context and environment, and this study sought to investigate this phenomenon.
Work forms an important part of an individual’s identity and how he or she relates to
others. The formation of identity occurs in relation to self and others and there are specific
roles that an individual is required to perform (Sluss & Ashforth, 2007). Affirmation of an
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individual’s role occurs as the individual interacts with, negotiates, and seeks affirmation and
acknowledgement by others within his or her environment (Adams et al., 2014). Within the
work context, feeling a sense of belonging within one’s role and identifying with the teams
and departments in which one is placed, solidifies an individual’s identity, significantly
impacting the way individuals experience work (Haslam & Ellemers, 2011) and the functions
within the role they play (Luyckx, Duriez, Klimstra, & De Witte, 2010). If discrimination and
inequity are perceived within the relationships in which individuals find themselves, this
leads to decreased satisfaction and increased defiance, causing withdrawal and negative
psychological effects (Saayman & Crafford, 2011).
The present study was conducted in order to explore the manifestation of
discrimination and burnout among working Black South Africans. Many studies were found
that linked ethnic identity and discrimination (see Operario & Fiske, 2001; Roberts &
Romera., 2003; Serrano-villar & Calzada, 2016) but no studies were found that link work
identity and discrimination. While discrimination are related and result in negative
psychological effects on individual’s general outlook and self-esteem, emotional exhaustion
is characteristic of burnout (Leiter & Maslach, 2003; Schaufeli et, al., 2008).
It is hoped that exploring the relationship between discrimination and burnout as
mediated by identity will reveal the relationship between these constructs is exhibited through
work and ethnic identity. Furthermore, identification with an in-group can also positively
impact job-related outcomes such as satisfaction engagement, meaningfulness, self-esteem,
and belonging (Bakker, Demerouti, & Verbeke, 2004). It is important for researchers to assist
in facilitating the formation and understanding of a unique and inclusive culture in South
African workplaces that takes into consideration the differences in values, culture, and work
orientation (Adams & Van de Vijver, 2017). Further anticipated outcomes include an
understanding of the impact of identity on both the workplace and the individuals that work
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in this context, and how identity can assist in decreasing the negative impact of
discrimination and burnout. The nuances of the relationship between discrimination and
burnout may also be exhibited through the way in which they manifest in work identity and
ethnic identity. These relationships are hypothesised to be exhibited differently, depending on
the strength of the relationship between discrimination and burnout through work identity or
ethnic identity.
1.4 Objectives of the Study
A new study on the relationship between discrimination and burnout and how identity
mediates this relationship within the South African context is necessary as the previous
studies had been conducted in other contexts (e.g., Roberts et al.,1999; Umaña-Taylor &
Updegraff, 2007; Yoo & Lee, 2005) and the present study may therefore result in
significantly different outcomes. Understanding the consequences of the relationship between
discrimination and burnout would assist in minimising their possible negative effect on job-
related outcomes, including burnout, turnover, and dissatisfaction, while improving positive
job-related outcomes such as engagement, meaning, commitment, and satisfaction (Bakker,
Demerouti, & Verbeke, 2004; Branscombe et al., 1999; Kabat-farr & Cortina, 2012). Identity
and discrimination are pertinent issues in South Africa’s past and present (Adams et al., 2014;
Mbembe, 2016) and the specific effects of discrimination on individuals’ psychological
wellbeing and how identity affects this relationship in Black South Africans is an ever-
present struggle, with constant negotiation and navigation through these constructs.
Additionally, the richness in historical and contextual nuances further complicates this
relationship and makes it different to other studies conducted in different contexts, which
yielded somewhat consistent results.
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This study aimed to contribute to the body of knowledge available on identity,
providing insight into how discrimination, as a predictor of burnout as outcome variable, may
manifest differently when mediated by work identity and/or ethnic identity.
1.5 Research Design
This study formed part of a greater cross-cultural project (Experiences @ Work
Study), and explored how identity, specifically work and ethnic identity, mediates the
relationship between discrimination and burnout in the Black South African population. The
study adopted a quantitative research approach with a positivist stance. Inferences were
drawn from the data collected for this study and previous studies, which is characteristic of a
quantitative research approach (Creswell, 1994). This study made use of secondary data
collected by students at a Johannesburg university in 2016 for purposes of a similar nature. A
cross-sectional survey design was used, which refers to data collection occurring at a single
point in time and not a dynamic process (Neuman & Robson, 2014). Surveys were distributed
to a sample of participants within the Netherlands and South African population from various
ethno-cultural standpoints. Only data collected from the Black population groups in South
Africa were utilised for analysis. The Tilburg Scale for Work Identity Commitment and
Reconsideration of Commitment (TWIS-CRC, Adams et al., 2016); Multigroup Ethnic
Identity Measure (MEIM) by Phinney (1992); Chronic Work Discrimination and Harassment
Scale, adapted from Bobo et al. (2000); and the Utrecht Burnout Scale (UBOS, Schaufeli &
van Dierendonck, 1993), found within the Maslach Burnout Inventory General Survey
(MBI-GS), were used and aligned with the constructs in the present study. The researcher
requested access to the data, followed by statistical analysis with the aim of evaluating
responses of the participants using the assessment of the psychometric properties, descriptive
statistics, structural equation modelling (SEM), confirmatory factor analysis (CFA), and
multivariate analysis of invariance assumed (MANOVA).
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1.6 Chapter Summary
The preceding chapter described the background and the identified constructs, making
specific reference to discrimination, burnout, and identity. These constructs were
contextualised and defined according to specifications for the present study. A definition of
the problem statement was given, followed by a discussion of the objectives of the study.
1.7 Structure of the Manuscript
The dissertation consists of six chapters. Following the present chapter, which served
as an introduction to the study, the manuscript is structured as follows:
Chapter 2 contains theoretical underpinnings and discussions detailing the definitions
of discrimination, burnout, aspects of identity in the work context, specifically work identity
and ethnic identity, as well as race and its contextual relevance in South Africa.
Chapter 3 will detail the research methodology adopted within this study including the
research approach; philosophical assumptions, including the ontology and epistemology; the
research methodology; sampling strategy and participants; measurement instruments;
statistical analysis; and ethical considerations.
Chapter 4 will contain the results and statistical analyses will be presented.
Chapter 5 will provide a discussion of the results provided in the previous section, as
well as an integration of these findings with previous studies.
Finally, Chapter 6 will consider the limitations and recommendations, practical
implications and value-add of the present study.
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CHAPTER TWO
LITERATURE REVIEW
2.1 Chapter Introduction
This chapter provides an extensive description of the constructs in this study, with the
aim of reviewing and integrating related research. Contextual background in relation to the
South African workplace and historical context will be provided. This will be followed by
definitions and detailed descriptions of the specific constructs at hand, notably discrimination
and burnout, and how they relate to this study. Following this, identity will be discussed with
specific reference to the social identity theory and its components, including personal, social,
and relational identity. Aspects of identity related to the work context, as well as ethnic
identity, will be defined and elaborated upon. Race will then be discussed briefly with
specific reference to Black South Africans and the hypotheses and present framework
conclude this section. Each construct will be defined and placed into context with regards to
the study.
2.2 The South African Context
South Africa has been left polarised as a result of the legacy that has resulted from the
effects of apartheid, which has caused notable tensions in society and in the work context
today (Roodt, Jansen, & Crous, 2011). Legislative interventions like affirmative action in the
Employment Equity Act (no. 55 of 1998) have been set in order to promote fairness in
practice within organisations and, in the opinion of Zulu and Parumasur (2009), display a
utopic society we aspire to become. In addition, the movement into democratic dispensation
may have regarded discrimination as a phenomenon of the past that can be overcome by
means of policy, legislation, and “employer enlightenment” (Bertrand & Mullainathan, 2004;
Van Laer & Janssens, 2010). This, however, may not be the case with regard to the reality of
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circumstances as South Africa and society in general may be seen as far from being free of
discriminatory acts (Mbembe, 2016). A mere 10% of the economy is owned by the Black
population, while 75% of top management is still occupied by White South Africans
(Mbembe, 2016). The residue of apartheid oppression, still evident today, left the Black
population group “inadequately trained and economically disempowered” (Roodt, Jansen, &
Crous, 2011), which has a bearing both societally and within the workplace (Arrow, 1973;
Mazibuko & Govender, 2017; Roodt, Jansen, & Crous, 2011). It is also important to
acknowledge that discriminatory practice in the society and the workplace is perpetuated by
the constant exchange of information that occurs between these contexts (Gelfand, Raver,
Nishii, & Schneider, 2007). The younger generation currently rising is more urbanised and
educated than those before them, yet the disparity and disadvantage of the Black population
group is still evident as many are still affected by differences in the quality of education,
values, and cultural differences in terms of attitudes towards work (Roodt, Jansen, & Crous,
2011). Taking this into consideration, it is important for researchers and practitioners alike to
work on an inclusive organisational culture that promotes diversity in the South African
workplace, which takes into consideration these differences in values, culture, and work
orientation (Adams & Van de Vijver, 2017). In light of this and despite the utopic views
embodied in policy, in reality South Africa may not have begun to taste the fruits of equality
and democracy as the disparities are still very real and discrimination may well still occur
within our ‘Rainbow Nation’ (Mbembe, 2016).
2.3 Discrimination
Discrimination involves acts deemed as biased that directly cause detriment and
disadvantage to one group and brings unfair advantage to another group (Dovidio, Hewstone,
Glick, & Esses, 2010). Discrimination is defined by Harrell (2000) as acts of a biased nature
committed towards an individual because of his or her affiliation with a specific group, which
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may lead to negative psychological effects on an individual’s self-esteem, self-concept, and
belonging. Discrimination refers to negative behaviour directed towards a group or
individuals, which may be enacted subtly as a less positive response to certain members in
comparable circumstances (Keene, 2011). Discrimination has also been defined as
individuals’ being treated differently because of their characteristics or in terms of virtues
that otherwise do not have a direct effect on their competency or productivity (Heckman,
1998). Arrow (1973) states that discrimination should be based on productivity and the use of
that information should be the only form of distinction between individuals. Individuals
should therefore be noticeable on the basis of their value within the labour market (Arrow,
1973). Any other form of discrimination in terms of race, gender, social, or gender
orientation, are said to be non-market discrimination. Finally, Nkomo and Kinahan (2008)
define discrimination as notably different treatment of individuals as a result of their socio-
demographic characteristic, resulting in disadvantage or harm. In general, discrimination may
be understood in varying contexts as behaviour that adversely affects or disadvantages one
group. For the purpose of this study, integrated definitions from the versions mentioned
above will be utilised to define discrimination in relation to how it may be exhibited in the
South African context. Psychological distress and harm, affecting self-esteem and sense of
belonging, can result from discrimination that occurs subtly (Cortina, 2008) and overtly
(Deitch et al., 2003). This is particularly important for this study as it is of great importance
to note that discrimination causes psychological harm to individuals, affecting how they view
themselves in general and in relation to others. Furthermore, for the purpose of this study,
discrimination will be conceptualised in relation to the work context.
Discrimination in the workplace manifests subtly and overtly (Cortina, 2008). Subtle
discrimination has been examined as behaviours relating to racism (Deitch et al., 2003),
interpersonal mistreatment (Cortina, 2008), and sexism (Van Laer & Janssens, 2010). Unlike
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overt forms of discrimination, which are blatant and distinct (Deitch et al., 2003), subtle
discrimination is characterised as a form of behaviour that usually exhibits unintentional,
seemingly normal and harmless behaviour (Jones et al., 2016). This behaviour is attributed to
how we interact a daily basis, including jokes, incivility, avoiding people and situations, and
other disrespectful types of behaviour (Van Laer & Janssens, 2010). Discrimination can also
occur through occurrences of sexual harassment and racism, while occurring frequently in the
form of subtle discrimination which manifests as selective incivility, unfairness, and
stereotypic attitudes and preferences (Cortina, 2008; Deitch et al., 2003). Similarly,
limitations to resources; being ignored, belittled, or demeaned; and systematic exclusion from
participation have been found to lead to negative psychological effects for victims (Major et
al., 2002; Schneider, Hitlan, & Radhakrishnan, 2000). Individuals and groups exposed to
these discriminatory acts subsequently exhibit symptoms of aggression, resentfulness, and
dissatisfaction with their circumstances (Major et al., 2002; Noh, Kaspar, & Wickrama,
2007). Discrimination is also said to result in feelings of rejection and said to have dire and
harmful effects on self-esteem, demonstrating that avoidance and exclusion cause distress in
some individuals (Branscombe et al., 1999). Victims of discrimination may also be able to
adapt to the negative effects caused by these factors by exhibiting positive emotions,
including engagement at work, fulfilment, and success (Harrell, 2000). These emotions lead
to forms of resistance and adaptation, including transcendence and resilience, and are said to
be emphasised by victims of discrimination who do not report signs of psychological distress
(Major et al., 2002).
Bonikowski (2010) explains that studies often depict discrimination as once-off
events but neglect to recognise that it occurs at varying degrees and at different levels in
organisations, possibly constantly. Furthermore, inconsistencies often play out in workplace
processes, including recruitment and selection, and negotiation of remuneration,
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demonstrating that small, incremental decisions lead to the perpetuation of discrimination in
the workplace (Pager, Bonikowski & Western, 2009). Negligence in terms of policy-making
within organisations, as well as lenient leadership behaviour, may also cause employees to
perpetuate what the organisation seems to condone (Cortina, 2008; Van Laer & Janssens,
2010). As such, organisations should be recognised for acting strictly and decisively on
situations that involve violation of their employees. A study by Becker (1980) on perceived
discrimination and participation at work revealed that Black employees’ attitudes towards
work in relation to discrimination significantly altered their work orientation and, in effect,
their productivity.
2.4 Burnout
Burnout is also defined as energy being drained, causing employees to have a
decreased capacity to contribute effectively to their work and the interactions they engage in
at work (Schaufeli et al., 2008). Burnout is also described as chronic stress related to work
that leads to the dimensions of burnout being exhibited (Lee & Ashforth, 1996). Burnout may
also be referred to as a sustained negative state connected with work of an individuals who is
generally healthy (Schaufeli et, al., 2008). Leiter and Maslach (2003) elaborate that burnout
can also be described as a psychological condition in which symptoms such as cynicism,
exhaustion, and inefficacy are exhibited as a result of prolonged exposure to stress. In the
present study, burnout is set forth as a negative psychological repercussion that occurs
because of preceding social aspects of work-related stress.
Burnout has been distinctly characterised by emotional fatigue, depersonalisation (felt
distance from others), lowered personal accomplishment (Lee & Ashforth, 1996), cynicism,
inefficacy, drainage of emotional resources, and lack of professional efficacy (González-
Romá, Schaufeli, Bakker, & Lloret, 2006). Leiter and Maslach (2003) explain what each of
the symptoms (exhaustion, cynicism, and inefficacy) comprise:
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Exhaustion is an individual stress factor that manifests as a result of continued
demand of emotional and physical resources. Emotional exhaustion is characterised by
reduction in emotional resources that is not similar to physical exhaustion and mental fatigue
(Demerouti, Bakker, Nachreiner, & Schaufeli, 2001). An employee found exhibiting high
level of exhaustion experiences indifference and negative attitudes towards their work, which
are associated with the social and non-social components of work (Schaufeli et, al., 2008).
The social component and importance of belonging is crucial as it affects how individuals
perceive work-related outcomes and in turn affects how they identify with others at work
(Buunk & Schaufeli, 1993). In the present study, exhaustion will be measured to determine
how it results from work-related aspects, both social and non-social.
Cynicism is an interpersonal stress factor referring to a haphazard and indifferent
approach towards various facets of one’s work. Cynicism also manifests in response to
extensive exhaustion. Detachment, which is a direct response to cynicism and exhaustion,
acts as an intermediary to emotional strain caused by these symptoms. Furthermore,
detachment is a direct response to exhaustion that is strongly related to cynicism (Leiter &
Maslach, 2003).
Inefficacy is a self-evaluative factor of burnout and results in evaluations of
incompetence and lowered personal accomplishment and professional efficacy (González-
Romá et al., 2006; Leiter & Maslach, 2003). Inefficacy can also be seen as a result of
exhaustion or cynicism, or both (Lee & Ashforth, 1996). Leiter and Maslach (2003) further
state that in some contexts, exhaustion and cynicism occur as a result of excessive job
demands or social conflict. While support is crucial, a critical or negative environment may
lead to unresolved conflict and feelings of frustration and aggression (Leiter & Maslach,
2003). Research done on individuals’ sense of belonging and social context revealed that the
quality of interactions individuals have with colleagues affects the relationship individuals
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have with their work (Buunk & Schaufeli, 1993). Individuals’ subjective view of their social
environment and relationships with co-workers is also of utmost importance in attempts to
mitigate the impact of burnout in the form of emotional exhaustion in the workplace.
Furthermore, when individuals find value in the work they do, this induces personal reward
and incentive, and contributes to how they view themselves (Leiter & Maslach, 2003).
2.5 Discrimination and Burnout
Discrimination results in psychological harm that may affect how individuals view
themselves in general and in relation to others. Along with observable manifestations,
limitations to resources, being ignored, belittled, demeaned, and systematic exclusion from
participation occur in organisations and have been found to lead to negative psychological
effects for victims (Major et al., 2002; Schneider, Hitlan, & Radhakrishnan, 2000). These
social aspects, which include individuals and groups that are exposed to these discriminatory
acts, subsequently elicit symptoms of aggression, resentfulness and dissatisfaction (Major et
al., 2002; Noh, Kaspar, & Wickrama, 2007). This is particularly important as these negative
attitudes related to the social aspects of exhaustion may intensified in cases of discrimination
and unfair treatment within the workplace. Discrimination is also said to result in feelings of
rejection and harmful effects on self-esteem and general outlook (Leiter & Maslach, 2003),
thereby inducing distress (Branscombe et al., 1999; Sellars et al., 2003), affecting an
individual’s perception of work (Kabat-farr & Cortina, 2012) and leading to negative
psychological effects, including burnout (Major et al., 2002). Research by Leiter and Maslach
(1988) on interpersonal relationships within organisations and burnout found that effective
relations with others leads to reduced burnout, increased effectiveness, and engagement in
organisations (Leiter & Maslach, 1988, 2003). The manner in which individuals perceive
their work affects their interpersonal relationships. In a negative environment, this could lead
to conflict, frustration, and aggression (Leiter & Maslach, 2003). When individuals
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experience social support, a sense of belonging mitigates the negative effects and leads to
better identification with work and improved relationships with colleagues (Buunk &
Schaufeli, 1993). Belonging and identity act as mediating variables and thus impact of
perceptions of discrimination at work (Truchot & Deregard, 2001).
2.6 Identity
Identity is defined as the way in which individuals perceive themselves and how they
relate to others (Layder, 2004). Identity is also described the basic understanding individuals
have of who they are (Operario & Fiske, 2001). Fearon (1999) defines identity as a dynamic,
complex interplay between who individuals are at their core and who they are in different
contexts. An individual’s identity is said to develop as one establishes personal and group
identity (Phinney, 2000). Tajfel and Turner (1982) explain that a group consists of many
individuals that attribute themselves to belonging to a specific collective, defining themselves
according to common characteristics accepted by its members. Furthermore, an individual
can take on multiple roles that are affirmed by and enacted in relation to others (Sluss &
Ashforth, 2007). In light of this, identity can be placed into three dimensions that make up an
individual’s identity, namely personal, social, and relational identity. This was analysed
through the lens of social identity theory (SIT), developed by Tajfel and Turner (1979).
2.6.1 Social Identity Theory. Social identity theory (Tajfel & Turner, 1979, 1986)
posits that an individual’s identity is developed within the confines of a social group with
whom they identify, thereby asserting affiliation and identification of self by being involved
with the in-group (Tajfel & Turner, 1979). Individuals within our social world are classified
into groups that are defined and given specific characteristics. The individual is said to bring
about self-definition within the social context encompassed within personal identity and
social identification (Tajfel & Turner, 1979, 1986). Personal identity includes attributes,
attitudes, psychological and physical traits, while social identification is an individual’s
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perception of affiliation to a particular group in one’s social world. Social identification
involves the idea that “an individual need not expend effort toward the group’s goals; rather,
an individual need only perceive him or herself as psycho-logically intertwined with the fate
of the group” (Ashforth & Mael, 1989, p. 21). Finally, an individual can also be involved in
mutual relations with another individual.
According to Tajfel (1982), when groups begin to compare one another, this brings
about the in-group–out-group dynamic. Within this, individuals might associate positive
attributes to belonging to that particular group, inducing stereotypes and biases (Tajfel,
1982). As a result, group members may enact these stereotypes and biases by actively
discriminating against members of the out-group (Tajfel, 1981). The evaluations given to this
group by themselves may contradict the general consensus, specifically when higher status
groups are involved in the comparison. In relation to this phenomenon, self-categorisation
theory places the social world into in-groups and out-groups framed by context-specified
multidimensional characteristics that define one group in relation to another (Hogg, 2001).
2.6.2 Personal Identity. Personal identity is characterised by traits unique and
distinct to individuals that distinguish who they are as they develop unique differences in
relation to other individuals (Hogg, 2001; Fearon, 1999). Personal identity also incorporates
an individual’s past experiences and future aspirations (Schwartz et al., 2001). Erikson (1950)
described personal identity as a subjective desire to be similar and consistent across time and
varying contexts. This is said to occur across a bipolar timeframe that includes identity
synthesis and identity confusion. Identity synthesis is said to occur as an individual re-
evaluates childhood perspectives and begins to modify these into self-determined values and
goals (Schwartz, 2001). Identity confusion is conceptualised as the failure to develop goals
and values upon which the individual’s adult identity can be based (Schwartz, 2001).
Formation and development of identity is seen as a dynamic process that involves negotiation
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with self (Adams & Van de Vijver, 2017) and the environment that may lead to
transformation. Furthermore, individuals are often associated with groups that further affirm
their identity and while personal identity includes the values, attitudes and beliefs of an
individual, these directly contribute to their social identity and the degree to which they
identify with the groups to which they belong (Adams et al., 2016).
2.6.3 Social Identity. Social identity may be characterised by an individual’s
understanding of affiliation with a particular group, attaching value and emotions to this
affiliation (Hogg, 2001; Tajfel, 1972). According to social identity theory, social identity is
an individual’s identification with a particular group because they consider themselves
similar to members of that particular social grouping (Burke, 2004) on the basis of similar
values, norms, and behaviour (Adams & Van de Vijver, 2017). As individuals form their
social identity, two processes are said to occur: self-categorisation and social comparison.
According to Stets and Burke (2000), as individuals engage in self-categorisation, the
perceived commonalities based on values, beliefs, attitudes, norms, and speech between self
and the group are selectively amplified, while perception of differences between self and the
out-group are also accentuated. This directly results in social comparison in which excessive
amplification of self and the group to which the individual belongs, leads to improved self-
esteem as the in-group has positive and the out-group negative attributions (Stets & Burke,
2000). Social identity validates a need for self-esteem through intergroup comparison that
distinctly favours the in-group (Tajfel & Turner, 1986). Moreover, this particular dimension
of identity takes into consideration the influence that the environment may have on an
individual as they negotiate their identity in various groups and contexts, including family,
friends, education, ethnicity, sexual orientation, and class (Layder, 2004). Social identity can
also be derived from an individual’s work group, age, or ethnicity (Ashforth & Mael, 1989).
In recent years, the definition of identity has broadened significantly to accommodate social
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roles, considering how individuals relate to others and extended social categories (Vignoles,
Schwartz, & Luyckx, 2011).
2.6.4 Relational Identity. Relational identity is associated with the manner in which
the individual’s roles are affirmed through interaction with others (Adams & Van de Vijver,
2017). This includes how an individual relates to others and the roles that the individual plays
in relation to others; for example, as a mother, employee, child, or spouse. Individuals are
involved in multiple relational roles that have significant influence and interplay with one
another. An individual’s relational identity is based on four assumptions, namely (a) memory
and knowledge of the relations; (b) multiple functions and specificity in terms of relational,
generalised, and global relational identity; (c) enactment of identity being dependent on the
presence of another; and (d) emotional, motives, and behavioural components associated to
relations with others (Chen, Boucher & Kraus, 2011).
Sluss and Ashforth (2007) assert that a role or relation ought to be viewed as a
network of roles dependent on one another and each individual identity function together to
form a system of relations. Individuals are therefore allowed to negotiate their roles with
others through interpersonal relations with other individuals within their environment
(Schwartz , 2001). Affirmation of an individual’s role occurs as the individual interacts with,
negotiates, seeks affirmation and acknowledgement by others within their environment
(Adams, 2014). Furthermore an individual’s identity significantly impacts the manner in
which that individual experiences work and their functions within the role they play (Luyckx
et al., 2010).
2.7 Aspects of Identity in the Work Context
Within the present study, the influence of identity and its ability to mitigate the effects
of negative organisational outcomes will be explored. The organisation will serve as the
macro environment that influences our social identity, governed by the values and norms
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within this context, thus having a significant impact on the individual’s work identity. This
study focused on work identity, which includes personal, social and relational dimensions of
identity, and ethnic identity, which primarily involves personal and social dimensions of
identity, examining the mediatory role that these identity variables play on the relationship
between discrimination and burnout. Furthermore, attention will be given to work identity
and ethnic identity as mediators against discrimination in the workplace.
2.7.1 Work Identity. Work identity may be defined as “a multi-identity, multi-
faceted and multi-layered construction of the self (in which the self-concept fulfils a core,
integrative function), that shapes the roles individuals are involved in, within their
employment context” (Lloyd, Roodt, & Odendaal, 2011). With work identity being an active
and conscious integrative effort, Skorikov and Vondracek (2011) have found that developing
a strong, self-chosen and positive work identity has an impact on professional success,
interaction with others, and psychological wellbeing. In line with SIT, work identity includes
social and personal dimensions, including individuals’ perception of work, as well as
affiliations and interactions with groups within the workplace (Bothma & Roodt, 2012; De
Braine & Roodt, 2011; Saayman & Crafford, 2011; Walsh & Gordon, 2008). The multiple
identities, facets and layers within work identity include culture, race groups, identity in
relation to one’s career, occupational, professional and organisational identity, the concept of
work centrality, being involved on the job, and organisational fit, all of which underlie
structural, social, and individual-psychological dimensions (Jansen & Roodt, 2015; Kirpal,
2004). According to Kirpal (2004), when forming work-based identity, structural, social, and
individual-psychological dimensions need to be taken into consideration. The structural
dimension is determined by the context, culture, and society in which the individual is
embedded and thereby determines the workplace functions, employment patterns and work
orientation (Kirpal, 2004). The social dimension is characterised by the interactions
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individuals have with others, including individuals and groups at work, and includes career
identity (Kirpal, 2004). Within the individual-psychological dimension, an individual’s
perception of work and how they view themselves in relation to their work, including job
involvement, is found (Kirpal, 2004). In addition, Walsh and Gordon (2008) refer to work-
based identity as a dynamic phenomenon that is created through associating oneself with
specific work groups that assist in improving individuals’ perceptions of self at work. In
essence, it can be said that through interaction with the work environment, the individual
modifies his or her identity by negotiation that involves exchange between the personal and
social identity (Bothma, Lloyd, & Khapova, 2015; Kirpal, 2004). When individuals find
membership within a particular organisation, they are said to identify with its attributes,
consequently exhibiting a sense of belonging as this membership contributes to how
individuals view themselves (Bothma, Lloyd, & Khapova, 2015).
It is known that work forms an important part of an individual’s identity, providing
them with meaning and purpose. Ashforth and Mael (1989) affirm that when individuals
identify with their work, positive outcomes result, including finding meaning, organisational
commitment, and supportive behaviour towards others. The individuals’ thoughts and actions
are impacted because of belonging to and identifying with teams and departments in which
they are established (Haslam & Ellemers, 2011) as well as the value they may offer to the
organisation (Saayman & Crafford, 2011). As a result of work taking up a large portion of
our lives today, Saayman and Crafford (2011) agree that it is important for individuals to
express their identity in a way that is both liberating and empowering to the individual, while
solidifying identity. A study based on the South African context by Lloyd, Roodt, and
Odendaal (2011) found that employees saw work as a central part of who they are, both in the
work they do as well as the role and value they add to their jobs. In addition, findings suggest
that due to the multiple roles individuals find themselves playing, the demands to provide,
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support, and fulfil expectations makes work a means to an end. This means that employees
often end up making use of other personal and internal resources to drive them at work
(Lloyd, Roodt, & Odendaal, 2011).
This being said, inclusion and integration to social practice, fostering interaction, and
a sense of belonging with others are also important. There are instances where individuals
experience rejection of their identity as a result of established organisational, professional,
occupational, career, and social identity within organisations (Saayman & Crafford, 2011;
Walsh & Gordon, 2008). Previous research (see Ellison, Russinova, MacDonald-Wilson, &
Lyass, 2003; Ragins, Singh, & Cornwell, 2007) speaks to how individuals may need to
manage or conceal important parts of their identity because of perceived discrimination or the
fear of being discriminated against, particularly among work groups. This may lead to a
decreased sense of belonging and cause withdrawal, decreased satisfaction, increased
defiance (Saayman & Crafford, 2011), and other negative psychological effects.
2.7.2 Ethnic Identity. Ethnic identity is described as how individuals develop and
retain aspects of their culture, and how this is integrated with the self in order to bring about a
sense of belonging to the in-group (Phinney, 1990). Phinney and Ong (2007) add that it is a
sense of peoplehood which is created over time though experiences, actions, and choices,
citing that the experience of identifying with an ethnic group is dynamic and may also change
over time. High levels of self-esteem, as well as social connectedness and a sense of
community, are said to be significant results of ethnic identity (Yoo & Lee, 2005).
Conversely, cultural estrangement, including exclusion and feelings of rejection or not being
affiliated with a group, are correlated with decreased self-esteem and life satisfaction
(Branscombe et al., 1999).
Taking the South African context into consideration, the complex interplay of context
and intergroup relations can strengthen identification with in-groups and comparison with
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out-groups (Adams et al., 2018). Black South Africans continue to deal with issues of identity
as they are still faced with challenges such as low socioeconomic status, poverty (Adams et
al., 2012), and discrimination (Peacock, 2008). Along with these challenges, contextual and
historical issues have lead ethnic identity to be an emotionally-loaded topic as this was
previously used as a means of segregating and diminishing Black South Africans (Rudwick,
2006). A great deal of an individual’s identity is affected by the role he or she plays and how
he or she relates to others. A better understanding of an individual identity and its role may
lead to positive attributions towards one’s ethnic identity, inducing stronger affiliation and
belonging to ethnic groups (Phinney, 1989)
Yip, Gee and Takeuchi (2008) found in a study that ethnic identity acted as a buffer
between discrimination and psychological distress. Ethnic identity can therefore be seen to be
a method of decreasing the negative effects of discrimination (Phinney, 1990). It can
therefore be said that ethnic identity provides a coping mechanism, as the more individuals
identify with their particular group, the more likely they are to affiliate strongly with their
in-group (Phinney, 1989). Moreover, identifying with an ethnic group is associated with
bonding and celebration, aside from being a defensive response to discrimination
(Branscombe et al., 1999). Taking this into consideration, it would be of importance to have a
clear understanding and control of one’s identity to solidify one’s personal and social
in-group orientation. While ethnic identity is found as a moderator (Yip, Gee & Takeuchi,
2008; Romera & Roberts, 2003) the researcher proposes that within this context it may be
found to mediate the relationship between discrimination and burnout causing a decrease in
the manifestation of this relationship. The impact of this positive relationship in South Africa
has to be further explored.
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Group identity is particularly important to groups living within a multicultural context
(Phinney, 2000). Identification with one’s in-group may be deepened by threats in the form of
discrimination, which may lead to negative psychological impact, giving individuals reason
to seek understanding of their ethnic identity (Utsey, Chae, Brown, & Kelly, 2002), thereby
strengthening it. This means that the individual is constantly required to review and integrate
contextual stimuli alongside his or her own ethnic identity (Utsey et al., 2002) to gain a better
understanding its contribution to who one is. Unfortunately, many Black South Africans
continue to struggle with issues of identity and may not arrive at a resolution as a result of
other demands and challenges that seem to be more pertinent than figuring out and
understanding one’s identity.
2.7.3 Race. In South Africa there are four major racial groups: Black, White, Indian
and Coloured (Adams et al., 2014; StatsSA, 2011). The four racial groups are roughly
distinguished by 11 official languages. The Black race group was the target population of this
study, consisting of an excess of 79.4% of the population. The group may be further divided
by linguistic lines, into groups that speak 9 of the 11 official languages, with each ascribing
to distinct cultural beliefs and practices. Historically, the Black population group faced severe
segregation under the apartheid political dispensation, which resulted in disparity in many
facets of society, even in this day (Roodt, Jansen, & Crous, 2011). That dispensation saw the
development of Bantustans2, which both displaced and grouped people according to culture
and race to drive division and inequity. Today, townships and informal settlements house
millions of Black South Africans who have assimilated and continue to adapt to these
communal collective environments. This has also resulted in an ever-present reality of
2 Homelands created by the apartheid government with the aim of separation and segregation of racial and
cultural groups causing division of Black, Indian and Coloured individuals. (Horowits, 1992)
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renegotiation of culture, ethnicity, and identity by individuals and, at times, entire
communities (Ruwick, 2006).
Previous studies have been conducted with participants from different racial and
cultural groups, including African-American (Utsey et al., 2002), Asian (Lee, 2003), Chinese,
and Hispanic contexts (Roberts et al., 1999), which have provided a wealth of information
and context for this study. It is, however, important to explore the relationship of the
constructs within this study in a South African context, considering the varied differences to
other contexts. The use of the Black race group will also allow for an improved
understanding of how the relationship between discrimination and burnout manifests in this
particular group. Furthermore, this study seeks to evaluate how the relationship is
strengthened by work or ethnic identity.
2.8 Research Hypotheses and Conceptual Model
The following section provides an overview on the process undergone within the
present study. This study will make specific reference to the constructs identity, specifically
work identity and ethnic identity; discrimination; as well as psychological distress,
specifically exhaustion in the form of burnout. The following hypotheses were formed in
finding a relationship between the constructs:
H1a: Discrimination positively influences ethnic identity
Ethnic identity is expected to exhibit a mediatory relationship to discrimination.
Identifying with one’s ethnic group is found to be a method of decreasing the negative effects
of discrimination (Phinney, 1990). Discrimination results in psychological distress and harm,
affecting self-esteem and sense of belonging (Cortina, 2008; Deitch et al., 2003). Individuals
and groups exposed to this discriminatory acts subsequently exhibit symptoms of aggression,
resentfulness and dissatisfaction with their circumstances ( Major et al., 2002; Noh, Kaspar,
39
& Wickrama, 2007). Contextual and historical challenges have led to ethnic identity’s being
an emotionally-loaded topic as this was previously used as a means of segregating and
diminishing Black South Africans (Rudwick, 2006), leading to psychological harm.
Discrimination may deepen the need of individuals to relate to their in-group, causing
individuals to have reason to seek understanding of their ethnic identity (Utsey et al., 2002).
It would be of value to study this relation in the South African context, investigating the
impact both discrimination and identity have had on the country’s history and position today
(Roodt, Jansen, & Crous, 2011), while asserting the importance of understanding identity in
this diverse landscape (Adams et al., 2018). The impact that identity has on how individuals
view themselves and how they make use of ethnic identity to lower psychological distress
resulting from discrimination forms a great part of this study. It is therefore useful to
investigate this relationship within the South African context as it is expected that ethnic
identity may mediate the impact that discrimination may have on individuals who positively
identify with their ethnic groups, as found in previous studies (see Mossakowski, 2003;
Romero & Roberts, 2003; Yip, Gee, & Takeuchi, 2008). The present study expects that
ethnic identity as a psychological resource will decrease the negative effects of
discrimination. Ethnic identity would therefore be negatively related to discrimination.
H1b: Discrimination negatively influences work identity
Research conducted by Truchot and Deregard (2001) found that individuals who
identify with work and experience a sense of belonging at work experience a significantly
lower degree of the effects of perceived unfairness and discrimination at work. It has also
been found that when individuals identify with work, positive outcomes result, including
organisational commitment and supportive behaviour towards others. The present study
expects work identity to act as a psychological resource that can be leveraged to decrease the
negative effects of discrimination.
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H2: Discrimination increases the possibility for burnout
Discrimination is said to result in feelings of rejection and harmful effects on self-
esteem and general outlook (Leiter & Maslach, 2003), thereby inducing distress (Branscombe
et al., 1999; Sellars et al., 2003) and affecting an individual’s self-concept, being how they
view themselves and perception of work (Kabat-farr & Cortina, 2012). This leads to negative
psychological effects, including burnout (Major et al., 2002). Within the present study,
discrimination and burnout are expected to be positively related.
H3a: Ethnic identity decreases the possibility for burnout
Burnout is said to occur when an individual displays less engagement because of
unfavourable circumstances, such as perceptions of discriminatory behaviour (Leiter &
Maslach, 2003). Burnout has been distinctly characterised by emotional fatigue,
depersonalisation, lowered personal accomplishment (Lee & Ashforth, 1996), cynicism,
inefficacy, drainage of emotional resources, and decreased professional efficacy (González-
Romá et al., 2006). Within the present study, drainage of emotional resources or exhaustion
will be evaluated. Group and social identity is particularly important to groups living within a
multicultural context (Phinney, 2000). Threats to identification with one’s in-group may have
a negative psychological impact. Conversely, identification with one’s in-group or ethnic
group distinctly leads to high self-esteem, social connectedness, and a sense of community
(Yoo & Lee, 2005). Furthermore, research conducted into individuals’ sense of belonging
and social context revealed that an individual’s subjective view of his or her social
environment and relationships mitigates the impact of burnout in the form of emotional
exhaustion in the workplace (Buunk & Schaufeli, 1993). However, few studies were found
associating these constructs; it would therefore be valuable to contribute to the greater body
of knowledge in this regard. Burnout is expected to exhibit partial mediation by ethnic
identity.
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H3b: Work identity decreases the possibly for burnout
Previous research has shown that affiliations and interactions with groups within the
workplace form part of who and what individuals associate with their own identity (Bothma
& Roodt, 2012; De Braine & Roodt, 2011; Saayman & Crafford, 2011). Notably, belonging
to a particular group has effects on how individuals view themselves and interact with their
work. A study by Ashforth and Mael (1989) found that, when individuals identify with their
work, positive outcomes arise, such as organisational commitment and employees’ becoming
supportive towards others. It was found that an employee displaying a high level of
exhaustion, however, subsequently becomes indifferent and has negative attitudes towards his
or her work, including the social and non-social aspects of work (Schaufeli et al., 2008). It is
expected in this study that burnout may be negatively related to work identity.
H4: Ethnic and work identity mediates the relationship between discrimination and
burnout
According to SIT, an individual’s identity is developed within the confines of a social
group with whom they identify, thereby asserting affiliation and identification of self by
belonging to the in-group (Tajfel & Turner, 1979). In strengthening identity and relations
within in-groups in various social contexts, including the workplace, individuals are said to
exhibit outcomes of positive psychological wellbeing, including improved self-esteem (Stets
& Burke, 2000). Positive work outcomes such as job satisfaction and being supportive
towards others are also displayed (Ashforth & Mael, 1989). Additionally, when individuals
associate positive attributes to their in-group in relation to ethnic identity, they tend to exhibit
high self-esteem, social connectedness, and a sense of community (Yoo & Lee, 2005). This
said, it is important to mention that, when individuals identify strongly with their group, they
tend to experience significantly higher levels of discrimination (Utsey, Chae, Brown, &
Kelly, 2002). Discrimination, as a result of feelings of rejection, isolation, and not belonging,
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has harmful effects on self-esteem, thereby inducing distress (Branscombe et al., 1999).
Distress manifests in the form of burnout, more specifically exhaustion of emotional and
interpersonal resources, and from poor interpersonal relationships within organisations.
According to Maslach and Jackson (1981), emotional exhaustion is a significant indicator and
symptom of burnout. When individuals experience this they are less able to give of
themselves on at a psychological level which then results in cynicism which can be said to be
as a result of the experience of emotional exhaustion. These authors further mention that this
may then spiral into a tendency to negatively attribute oneself, particularly in relation to
work. A study found that effective relations with others leads to reduced burnout, increased
effectiveness, and engagement in organisations (Leiter & Maslach, 1988, 2003). Identity is
expected to partially mediate the relation of discrimination and burnout through work and
ethnic identity.
The conceptual model detailing the relationship between the constructs and including
the hypotheses is depicted diagrammatically in Figure 1, below:
Ethnic Identity
BurnoutDiscrimination
Work Identity
H1a H3a
H2
H1b H3bA
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Figure 1. Conceptual model depicting the relationship between burnout and discrimination
and mediated by work and ethnic identity.
2.9 Chapter Summary
The preceding chapter provided contextual background on the South African
landscape in relation to historical issues of race and organisations. Theoretical grounding and
an in-depth description of each of the constructs in this study was then discussed, specifically
discrimination, burnout, social identity theory, aspects of identity at work, ethnic identity, and
race. The chapter concluded by a stating and describing the hypotheses, as well as the
conceptual model upon which the study was based.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Chapter Introduction
This chapter will detail the research methodology applied in the present study. The
research approach will be discussed, followed by the research philosophy and research
paradigm. The research procedure will also be stated, along with the procedure and sampling
strategy followed by the present study. The measuring instrument used to measure the
variables under study will be explained. The statistical analysis required for this study will be
identified and finally, the ethical considerations will be specified. A summary of the research
methodology is presented in the form of a flow diagram in Figure 2.
3.2 Research Design
In an attempt to determine how discrimination and burnout are related, and how this
relationship is mediated by work and ethnic identity in Black South Africans, a quantitative
research approach was used in this study. Quantitative research allows for theories to be
tested through specified hypotheses and data is collected and analysed to approve or refute
the hypotheses (Creswell, 1994). The data were collected in a cross-sectional survey at a
single period in time, characteristic of this survey design, which does not capture long-term
dynamic processes (Neuman & Robson, 2014). In advancing knowledge of human behaviour
within human sciences, the researcher is required to remain objective and employ rigorous
research methods (Clark-Carter, 2010). The results were captured and effectively stored and
then analysed as a part of the Experiences @ Work Project.
3.3 Research Philosophy
Philosophically, what is knowledge, how we know it, and the methods of inquiry are
all foreknown by the researcher (Creswell, 1994). A research philosophy consists of an
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ontology, epistemology, and a research paradigm. The following section will detail the
ontology, epistemology, and the research paradigm of the present study.
3.3.1 Ontology. Ontology encompasses the nature of reality. While Neuman and
Robson (2014) posit that there are two positions within ontology—realist and nominal—a
realist ontology was adopted within this study. A realist ontology is characterised by the
belief that a real world exists “out there” and is governed by fixed laws (Cohen, Manion, &
Morrison, 2007; Guba, 1990). Generalisations (not associated with any specific context and
time) are made based on the notion of known reality (Guba & Lincoln, 1994). A realist
ontology is closely aligned with the objectivist epistemology and the positivist paradigm that
this quantitative study adopted.
3.3.2 Epistemology. Epistemology defines how reality is understood, focused on how
knowledge is gained and what we regard as true knowledge (Hatch, 2018). Guba and Lincoln
(1994) further state that the objects of the study are seen to be independent entities that the
researcher can study without influencing them. Furthermore, these authors state that
subjectivity and our biases can contaminate the rigour of the research; it is therefore of
importance to control for the possible effects of the factors noted (Guba & Lincoln, 1994).
The knowledge that was found in this study is considered to be reliable and statistically valid,
having made use of robust techniques and an objectivist epistemology in line with the
quantitative method of inquiry and realist ontological stance chosen for the study.
3.3.3 Research Paradigm. A positivist paradigm is described as objective and
replicable and includes constructing and testing hypotheses. These hypotheses are tested
according to statistical techniques with the aim of obtaining results that are used to prove
and/or nullify the set hypotheses (Punch, 2013). This is the paradigm that was adopted in this
study as it made use of statistical tests to evaluate and clarify hypotheses as relevant or
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otherwise. The researcher’s subjective biases and precepts were acknowledged and controlled
for the duration of this study.
3.4 Sampling Strategy and Participants
A method that combined both convenience and snowball sampling was adopted by the
researcher in this study. Non-probability sampling strategies were utilised to obtain a sample,
which involved selecting participants based on a process instead of selection at random
(Sandelowski, 1995). Gravetter and Forzano (2012) note that convenience sampling makes
use of individuals within the population who are most easily accessible to the researcher. The
researcher also ensured that participants who were selected met the set inclusion criteria
specified for the study. This technique was deemed suitable for the South African context
(Adams et al., 2014) and thus appropriate for the present study. Snowball sampling is
described by Clark-Carter (2010) and Flick (2007) as a method of collecting data in which
participants provide the researcher details of other individuals who meet the set criteria.
Snowball sampling combines other sampling techniques with referral by participants leading
to more participants partaking in the study (Handcock & Gile, 2011). To reach the desired
sample size, this method of sampling was deemed appropriate for this study
The data were initially collected by master’s students at a Johannesburg university
between April and September 2016. A total number of 1,500 questionnaires were given to
participants and 1,242 responses were obtained (a response rate of 83%). For the present
study, the final sample utilised consisted of employed Black South African and participants
not meeting this criterion were thus removed, resulting in a final number of n = 403 Black
participants’ responses that were utilised. The final sample consisted of 168 men (41.7% of
the total sample) and 232 women (57.6% of the total sample), with 13 participants not
reporting their gender. Participants ranged in age between 18 and 65 years old. Most of the
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participants indicated that their first language was one of the 11 official languages in South
Africa— Zulu (36.2%), Swati (14.4%), Sesotho (10.7%), Pedi (7.9%), Tsonga (6%), Ndebele
(5.7%), Xhosa (5.2%), Tswana (5%), Venda (4%), English (2.2%), 2.2% of participants
selecting other as their first language and Afrikaans (0.5%). With regards to level of
education, participants were distributed as follows: below matric (grade 12) (n = 19), grade
12 (n = 75), post school certificate (n = 33), diploma (n = 113), bachelor’s degree (n = 80),
honours degree (n = 67), master’s degree (n = 13), and other (n = 3). These individuals were
employed in various capacities with the most being Waitrons, Teachers and Administrators.
The mean tenure was 7.5 years and a mode of between 0 – 2 years.
Table 3.1 below details the descriptive statistics for the sample.
Table 3.1
Descriptive Statistics for the Sample (n= 403)
Characteristic Frequency Percentage (%)
Gender Men 168 41.7
Women 232 57.6
Home Language Afrikaans 2 .5
English
Ndebele
Sesotho
Swati
Pedi
Tsonga
Tswana
Venda
Xhosa
Zulu
Other
9
23
43
58
32
24
20
16
21
146
9
2.2
5.7
10.7
14.4
7.9
6.0
5.0
4.0
5.2
36.2
2.2
Level of Education Below Grade 12
Grade 12
Certificate (Post Matric)
Diploma
Bachelor’s Degree
Honours Degree
Master’s Degree
17
75
33
113
80
67
13
4.1
18.6
8.2
28.0
19.9
16.6
3.3
48
Average Tenure (SD)
Other
Total
7.5018 (8.2)
3
403
.7
100
3.5 Research Procedure
The present study was conducted by master’s students under supervision at a
Johannesburg university in South Africa. This study made use of secondary data obtained as
part of a greater study called the Experiences @ Work project, which followed an ethical and
approved procedure for collecting data. Furthermore, access and permission to use the data
collected by previous researchers was received from the relevant organisations, participants,
researchers, and supervisors. The questionnaires were distributed in both an electronic
version, via Qualtrics, and a paper-and-pencil version. Qualtrics (2016) is a program that
distributes surveys to participants who fit the specified criteria within a survey uploaded by a
researcher.
Participants who opted for the online version were required to use an electronic
device such as a cell phone, tablet, laptop, or desktop computer upon which to complete the
survey. The results were stored online. The participants who received the questionnaires met
all the specified requirements of this study, namely employees with at least one year’s work
experience and a good command of English. Participants were well informed of the purpose
and requirements of the study, and consent of these participants’ involvement was requested
and provided. Completed hardcopy questionnaires were sealed in an envelope, collected, and
stored in a storage facility for data capturing at a later stage. Completed electronic versions of
the questionnaire were downloaded and stored in a protected folder with the password to gain
access to the responses known only by the researchers and their supervisors.
3.6 Measurement Instrument
Within the present study, the participants completed a questionnaire detailing their
demographic details, including ethnicity, age, religious affiliation, sexual orientation, and
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gender, and well as work experience. In addition, the participants were requested to complete
multiple measures in relation to discrimination at work, identity, and psychological
wellbeing, namely burnout.
3.6.1 Discrimination. The Chronic Work Discrimination and Harassment Scale
(CWDHS) was used to measure reported perceived discrimination of participants within the
work context. The measure, adapted by Bobo and Suh (2000) from McNeily et al. (1996), is
made up of 12 items that are rated on an 8-point Likert-type scale with ratings ranging from
0 (once a year) to 7 (daily). Participants were be required to specify the frequency with which
they may have experienced a particular instance at work within a 12-month period. Examples
of item questions include “How often does your supervisor or co-worker direct racial or
ethnic slurs or jokes at you?” and “How often are you unfairly given jobs that no one else
wants to do?”. The α coefficients are reported to be in the range of .73 and .84, indicative of 
good internal consistency and acceptable for research purposes.
3.6.2 Identity. Participants were also be required to complete the Tilburg Scale for
Work Identity Commitment and Reconsideration of Commitment (TWIS-CRC) (Adams et
al., 2016) which consists of two subscales that measure the multidimensional construct
identity. Work identity was measured using this scale. In addition, the Multigroup Ethnic
Identity Measure (MEIM), an ethnic identity measure developed by Phinney (1992), was
utilised to assess and describe an individual’s ethnic identity.
3.6.2.1 Work Identity. The TWIS-CRC (Adams et al., 2016) served as a measure that
assessed an individual’s work identity, which subsequently serves as an extension of an
individual’s self-concept within the work context (Lloyd, Roodt, & Odendaal, 2011).
Furthermore, Walsh and Gordon (2008) assert that work identity is said to be dynamic and
created vicariously as an individual associates with specific work groups that build onto how
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individuals view themselves. The abovementioned measure comprises of two subscales. The
first assess an individual’s work identity commitment, measuring judgements made with
regards to the significance work plays in one’s self-concept and the experience of a sense of
belonging within the work context. The second subscale measures an individual’s
reconsideration of work identity commitment, in which the individual continuously re-
evaluates his or her commitment and willingness to explore other opportunities in connection
with work. The measure consists of 12 items that are rated on a 5-point Likert-type scale that
ranges from 1 (strongly disagree) to 5 (strongly agree) on the basis of the theoretical
underpinnings provided within the model of identity. This tridimensional model, developed
by Adams et al. (2016), describes work identity in relation to the three dimensions of identity,
namely personal, social and relational. The scale consists of 10 items that measure work
identity commitment, with examples that include “I am proud of my work”, “I am a valued
member in the organisation I work for”, and “I have good relationships with people at work”.
The remaining 3 items assess the reconsideration of work identity with items such as “I often
think it would be better to change my line of work”. The reported range of .907 to .926 of the
alpha co-efficient (α) indicates exceptional internal consistency and reliability within the 
South African sample.
3.6.2.2 Ethnic Identity. The Multigroup Ethnic Identity Measure (MEIM) (Phinney,
1992) was the measure utilised to assess ethnic identity among individuals. Ethnic identity is
described as how an individual develops and retains aspects of his or her culture and how this
is integrated with the self in order to bring about a sense of belonging to the in-group
(Phinney, 1989). The MEIM is a self-report measure developed to assess aspects of ethnic
identity across diverse samples (Roberts et al., 1999). The measure finds grounding within
Erikson’s theories of identity formation (1950), considering the key components of ethnic
identity, including self-identification with an ethnic group. The measure comprises three
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subscales: attitude towards one’s ethnic group, including sense of belonging and affirmation;
ethnic behaviours, participation and practices of group members; and ethnic identity
achievement (Roberts et al., 1999). Ethnic identity is conceptualised as a continuous variable.
The measure consists of 14 items that are rated on a 4-point Likert-type scale that ranges
from 1 (strongly disagree) to 4 (strongly agree) with high scores indicating strong ethnic
identity. The scale includes 5 items related to affirmation and belonging, 7 items relating to
ethnic identity achievement, and 2 items relating to ethnic behaviours and practices. The
items include examples such as “I have a clear sense of my ethnic background and what it
means for me” and “In order to learn more about my ethnic background, I have often talked
to other people about my ethnic group”. The measure reported a range of the α coefficient 
between .84 and .90 within a sample of high school adolescents and college students, which
indicates excellent internal consistency and reliability.
3.6.3 Burnout. The Maslach Burnout Inventory (MBI; Maslach, Jackson, Leiter,
Schaufeli, & Schwabb, 1986) measures burnout as an occupational stressor exhibited in
professional working in human services. Burnout manifests as exhaustion, cynicism and
professional efficacy (Schaufeli et, al., 2008). Within the present study, participants were 
required to respond to the Utrecht Burnout Scale (UBOS, Schaufeli & van Dierendonck,
1993), found within the Maslach Burnout Inventory General Survey (MBI-GS; Schaufeli,
Leiter, Maslach, & Jackson, 1996), detailing employees’ indifference, negative attitude, and
exhaustion at work. The exhaustion scale of the UBOS was utilised in the present study. The
emotional exhaustion scale measures reduction in emotional resources that is different from
physical exhaustion and mental fatigue (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001).
Therefore, an employee’s level of exhaustion, indifference, and negative attitudes towards
work are measured in relation to the social and non-social aspects of work (Schaufeli et al.,
2008). Five items related to exhaustion within the UBOS are measured on a 7-point Likert-
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type scale ranging from 0 (never) to 6 (always). Items include examples such as “I feel used
up at the end of the workday” and “I feel fatigued when I get up in the morning and have to
face another day on the job”. The measure reported a range of the alpha coefficient (α) from 
.84 to .90 for exhaustion.
3.7 Data Analysis
The data analysis was conducted on statistical programs SPSS (SPSS Inc, 2013) and
EQS (Bentler, 1995). Statistical analysis; analysis of descriptive statistics, including
multivariate analysis of variance (MANOVA); as well as Structural Equation Modelling
(SEM) were performed with these programs.
3.7.1 Psychometric Properties. For the purpose of the present study the
psychometric properties were analysed using SPSS and EQS software programs. The
psychometric properties of each scale were evaluated, including preliminary analyses of the
means and standard deviations of the scales, as well as confirmatory factor analysis (CFA)
and reliability tests.
3.7.1.1 Confirmatory Factor Analysis (CFA). A CFA allows for accurate depiction
of the hypotheses in relation to the constructs the researcher seeks to evaluate (Jackson,
Gillaspy, & Purc-Stephenson, 2009). A researcher would then be expected to plot these in the
form of a model for testing. According to Brown (2015), the researcher is required to specify
the number of factors, including the path of the indicator-factors and constraints. Model fit
and model comparison with regards to the data is done by evaluating multiple statistical fit
indices, including the chi-square root statistic (χ²), comparative fit indices (CFI), and Tucker-
Lewis Index (TLI), the values of which should fall below 0.90 in order to indicate reasonable
fit but considered better if these values are > .95 (Van de Schoot, Lugtig, & Hox, 2012). In
addition, root mean square error of approximation (RMSEA) is an absolute index that
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indicates the closeness of fit, with cut-off values of reasonable fit < 0.08, more preferably
< .06 (Van de Schoot, Lugtig, & Hox, 2012). Joreskog (1971) explains that nested models are
organised hierarchically by increasing degrees of freedom (df) or increasing parameter
constraints, taking into consideration that new models are nested in previous models. For the
following study, a sample of the Black population group was used in order to conduct
research.
3.7.1.2 Reliability. The degree to which a measure consistently results in the same
outcome on different occasions is described as its reliability (Clark-Carter, 2010). Cronbach’s
alpha coefficient (α) was utilised as an assessment of reliability of measures used within the 
present study. Santos (1999) describes the alpha coefficient as “an index of reliability
associated with the variation accounted for by the true score of the underlying construct”
(p. 2). The cut-off score is ideally .9 and never below .7 (Kline, 2000).
3.7.2 Descriptive Statistics. The term descriptive statistics is used to describe a
statistical approach that seeks to organise, summarise and simplify quantitative outputs
(Gravetter & Forzano, 2012). In relation to the present study, reference will be made to the
average score or mean, standard deviation or deviations from the mean, as well as the
variance. Descriptive statistics were produced to assist the researcher to understand the data
clearly and assist in interpretation further on in the study. The next section will elaborate on
multivariate analysis of variance.
3.7.2.1 Multivariate Analysis of Variance (MANOVA). Mean group differences are
and will be compared multivariate analysis of variance (MANOVA) on statistical package
SPSS (SPSS Inc., 2013). MANOVA is a statistical analysis that is used to determine whether
the mean scores of two or more groups on two or more dependent variables are significantly
different from one another (Cramer, 2004). According to Bray and Maxwell (1985),
MANOVA allow for simultaneous evaluation and comparison of differences between sample
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means on two or more dependent variables. MANOVA considers all relationships between
outcome variables by analysing the dependent variables, simultaneously detecting how
variables differ in relation to multiple dimensions (Field, 2009). MANOVA allows the
researcher the influence of the independent variable on the patterns of response of the
dependent variable (Carey, 1998). Carey (1998) further explains that MANOVA is used
when a researcher desires to do a single test on two or more dependent variables that are
correlated, as opposed to doing multiple ANOVA tests. He further adds that MANOVA
allows the researcher to explore the influence of an independent variable on patterned
responses exhibited in the dependent variables (Carey, 1998). Type I errors, which are
characterised by the possibility of failing to accept the true null hypothesis (Field, 2009), are
highly prevalent when multiple ANOVAs are conducted independently. Cole, Maxwell,
Arvey, and Salas (1993) affirm that while MANOVA is used for emergent variable systems,
structural equation modelling is more appropriate for latent variable systems.
3.7.2.2 Correlations. Correlation is used to measure relations between variables, and
measures the size and direction of a linear relationship found between two variables under
study (Tabachnick & Fidell, 2007). Correlations are exhibited either positively or negatively,
denoting the direction of the relationship between variables. As a result, the bigger the
correlation, the stronger the linear relation between the two variables (Cramer, 2004).
Pearson’s product moment correlation coeffient, or r value, is the average cross-product of
the standardised X and Y variable scores, with a range between +1.00 or -1.00 indicating
perfect predictability of a score when the other is known (Tabachnick & Fidell, 2007). It is
important to note that it is rare to find a perfect correlation, while in contrast, a correlation of
0.00 represents no linear relationship found between two variables (Cramer, 2004). The r
value also denotes correlation coefficient and effect sizes, while the variance between
variables is found by squaring the value of the correlation coefficient (r-squared). In addition,
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R denotes regression as it represents multiple correlation coefficients (Field, 2009).
According to Field (2009), effect sizes provide an objective measure of the extent to which an
effect was observed; for example, if r = 0 , no effect was found; if r = 0.10 a small effect is
exhibited, accounting for 1% of the total variance; if r = 0.30, a medium effect is exhibited,
accounting for 9% of the total variance; and if r = 0.50, a large effect is exhibited that
accounts for 25% of the total variance.
3.7.3 Structural Equation Modelling. Structural equation modelling (SEM) is a
combination of factor analysis, correlation, and multiple regression (Tabachnick & Fidell,
2007). SEM is used to study multiple independent or dependent variables, which are both
latent, and/or manifest variables with the aim of studying how these variables are related
(Tabachnick & Fidell, 2007). SEM is therefore seen as a confirmatory technique (as opposed
to exploratory) (Tabachnick & Fidell, 2007; Ullman & Bentler, 2003). A path analysis is a
structural equation modelling technique that is said to be the oldest SEM method (Kline,
2015). A path analysis is conducted to demonstrate direct and indirect effects and relations
between variables in order to evaluate the strength and direction of the relationship (Edwards
& Lambert, 2007). Furthermore, the path analysis specifically allows the researcher to
decipher and illustrate the relationship between the constructs within a study. This was the
method of analysis and modelling was performed using the EQS statistical program in the
present study. The researcher then creates diagrammatic representations of the relationships
between variables that are fundamental to SEM as they represent the hypotheses, which are
translated into equations used for analyses (Ullman & Bentler, 2003). Diagrams include latent
variables or factors, as well as manifest variables or indicators. In the present study the
constructs discrimination and burnout were analysed in order to determine how this
relationship can also manifest through the mediator identity.
According to Kline (2005) the following steps are taken when conducting SEM: A
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specification of the model is made, including hypotheses defining the model parameters and
relationships between the variables. The model is then theoretically identified on computer
software with regards to its viability. The measures that closely resemble and represent the
variables in the model are then chosen in order to operationalise the collection, preparation,
and screening of the data. EQS software is then used to conduct the analysis. The model is
then revised according to the specified hypotheses, followed by a description of the analysis
in written reports. The theoretical and conceptual model developed in this process assisted in
assessing data fit. In addition, the appropriateness of the model included the absolute fit
indices and incremental fit indices (Kline, 2005).
Within the present study, the model was evaluated using the following absolute fit
indices: the normed chi-square (χ²/df), the root mean square error of approximation (RMSEA)
and the adjusted goodness of fit index (AGFI). In addition, the incremental fit indices that
were utilised to calculate improvements include the comparative fit index (CFI) and the
Tucker-Lewis Index (TLI). When assessing model fit, multiple indices need to be taken into
consideration. With regards to the chi-squared index (χ²), it is important to note the sensitivity 
to sample size. The normed chi-squared (χ²/df) value was therefore utilised.
RMSEA is particularly sensitive to sample size as it estimates the error in a model,
comparing a model with best fit or the saturated model (Tabachnick & Fidell, 2007). The
error is expressed in degrees of freedom and is thus sensitive to the complexity of the model;
0.05 is said to be indicative of good fit, while a cut-off range of 0.08 to 0.10 indicates an
average fit, while those greater than 0.10 are considered indicative of poor error estimation in
the population (Browne & Cudeck, 1993). The next index evaluated, the AGFI, is favourable
to models that are less complex by evaluating the total variance explained by the present
model, adjusting for the model’s degrees of freedom relative to the number of observed
variables (Joreskog, 1971). AGFI values less than .90 are acceptable and deemed indicative
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of good model fits. CFI (see Bentler, 1995) makes use of a non-central χ² distribution, 
indicating that an increased CFI will ensure a better fit (Ullman & Bentler, 2003). CFI values
greater than 0.95 are indicative of good model fit, while 0.90 is deemed appropriate. TLI will
be used to compare the χ² value of the present study with that of existing baseline models 
(Kline, 2005).
The hypotheses were assessed against the standardised models of the best fit indices
considered above. The chi-square statistic or the absolute fit were examined including the
normed chi-square, which is sensitive to sample size and is obtained by dividing the chi-
square statistic by the degrees of freedom (χ²/df). The ratio of χ² to df ≤ 2 or 3. The RMSEA 
was used to assess the fit of the present model to the population, with values closest to zero
most desirable. However, values between 0.5 and 0.8 are deemed acceptable. The AGFI,
which examines the total variance explained by the model, should have values less than 0.9.
The CFI and TLI, which are the incremental fit indices, are deemed preferable when values
lie above .95, but are acceptable at .90 (Kline, 2005). The model was therefore evaluated
against existing models within stipulated indices and cut-offs. These detail the information
needed to ensure model fit. The chi-squared values of more and less restricted models should
not be found to be significant. The sample size and decrease in normed chi-squared values
provide more information on how well the model fits. Furthermore, CFI value should be less
than or equal to .01, with values above this indicating poor model fit when compared to the
initial model (Milfont & Fischer, 2010).
3.8 Ethical Considerations
The American Psychological Association (APA) (2010) and Health Professions
Council of South Africa (HPCSA) are the professional boards that govern research in
psychology and have set guidelines and regulations by which researchers ought to abide. The
present study followed stringent regulations and ethical guidelines set by these bodies and
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was in line with rules and good practice. Considering that the data used is secondary, it was
important to note the consideration of ethics by the researchers who originally collected the
data. Participants were of primary concern and the respect and dignity of their data were
imperative. It was important to consider issues of consent, voluntary participation,
withdrawal, understanding the purpose the study, and how the data were to be utilised.
Furthermore, confidentiality was upheld as all collected data were stored in a password-
protected database. Anonymity was maintained as no form of identity was requested from the
participants. Throughout the duration of research, the researchers caused no harm to the
participants that were involved in the study and no foreseen harm of the participants was
reported. No incentives or rewards were offered or given to participants but it was
communicated that they would be assisting in contributing to the greater body of knowledge
in the field of Industrial Psychology. Participants were also assured that results were only be
used for research purposes by researchers, master’s students and their research supervisors.
Participants were provided with contact details of the researcher in the event that they needed
more information pertaining to the study.
In conclusion, the American Psychology Association (2010) specifies that researchers
ought to ensure fair and proper use of data, being careful not to fabricate information,
reporting as accurately as possible. Below is figure 2 that is the research flow diagram by
Donaldson.
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Figure 2. Research design flow diagram (Adopted from Donaldson, 2011)
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3.9 Chapter Summary
The preceding chapter detailed the methodological approach that was undertaken in
the present study. The research ideology included research philosophy and research paradigm
to which the researcher ascribed. This was followed by the research method, including the
research procedure and sampling strategy followed by the researcher. The measurement
instrument and statistical analysis were provided in depth and the chapter concluded by
stating the ethical considerations and guidelines by which this study abided.
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CHAPTER FOUR
RESULTS
4.1 Chapter Introduction
This chapter will detail the results of the statistical analysis. The psychometric
properties will be discussed by expanding on the reliability indicators. This will be followed
by results of the confirmatory factor analysis (CFA), the multivariate analysis of variance
(MANOVA), and finally the results of the structural equation modelling (SEM) that was
conducted when assessing the specified model.
4.2 Psychometric Properties
The following section will detail the statistical analyses utilised within this study. The
reliability of the scales will be expanded upon, including the inclusion and removal of items
within these scales and their alpha coefficients. A detailed account of the confirmatory factor
analysis (CFA) performed using EQS will be given, with the CFA fit indices given in
Table 4.1 and Table 4.2. Subsequent to this, Table 4.3 will summarise the reliabilities of each
scale. This section is followed by the descriptive statistics, including a description of
correlations between variables in Table 4.4 and details of the descriptive statistics per scale
responses in Table 4.5. The path analysis follows this section and concludes with Figure 3,
which provides a depiction of the path model.
4.2.1 Confirmatory Factor Analysis (CFA). EQS, a structural equations program,
was utilised to conduct a confirmatory factor analysis, which is a multivariate statistical
analysis. The analyses were conducted four times in order to find weak items and to
determine the best model fit. Items with factor loadings too low or too high are removed. The
initial analysis included all items for all the scales.
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Table 4.1
CFA Fit Indices
Scale χ2 P df TLI CFI RMSEA AIC BIC
Burnout Scale
UBOS
943.26 0.00 10 0.995 0.999 0.021 6624.43 6664.42
Discrimination Scale
CWDHS
137.34 0.00 36 0.896 0.869 0.140 14917.15 14917.15
Work Identity Scale
TWIS-CRC(3)
1362.45 0.00 21 0.866 0.911 0.146 6211.14 6211.14
Ethnic Identity Scale
MEIM
382.00 0.00 149 0.944 0.940 0.062 19237.87 19401.83
Note: p < 0.005**, χ2 = chi square, df = degrees of freedom, TLI = Tucker Lewis Index, CFI = Comparative Fit
index, RMSEA = Root Means Square Error of Approximation, AIC = Akaike Information Criterion, BIC =
Bayesian Information Criterion, Scales = Work Identity Scale (TWIS-CRC), Ethnic Identity Scale (MEIM),
Burnout Scale (UBOS), Discrimination Scale (CWDHS).
The second analysis involved assessment of problem items and omitting these items
from the Discrimination scale in order to improve model fit. As a result of high inter-item
correlation, items 1, 2, and 12 were omitted from the Discrimination scale in order to improve
the overall fit. During the initial analysis, which included all the items within the scale, these
three items were identified as problem items as they had higher covariance with other items.
The r-squared value of these three items was also considerably lower than for other items,
indicating less fitted on the regression line. When these items were removed, the fit indices
improved; that is, the chi-square value decreased from 135.90 to 90.86, which was a desired
effect resulting in improved model fit and decreased covariance scores between the items; the
CFI moved closer to .95, though for neither of the cases did the RMSEA meet acceptable
standards of below .05. Additionally, no multivariate normality was reported as the scales
were not found to be statistically significant. As such, the robust values were reported in each
instance.
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The third analysis involved analysing items from the Work Identity scale for potential
removal. The Work Identity scale required the removal of item 3 as this item seemed to be
causing poor model fit and had low factor loading. The overall aim is always to improve the
overall fit of the model and fit indices. During the initial analysis, item 3 also had to be
removed as it loaded on a factor with an item within the Ethnic Identity scale, which
interfered with the fit of the overall model.
The final model consisted of the dependent variables together (Burnout, Work
Identity, and Ethnic Identity) with all the weak items removed from the model. Ethnic
Identity and Burnout had no items removed and met statistical criteria and fit indices. During
the CFA, each variable and its respective items had to meet goodness of fit indices, as well as
be statistically significant (p < 0.05).
Though the CFA found that no significant improvement in relation to the model fit
when items in other scales were removed, item 3 in the work identity scale was excluded as it
loaded too highly and correlated to items on the ethnic identity scale. When further analysis
was conducted an error message indicating high factor loading and correlation of item 3 in
the work identity scale to ethnic identity continued to be an issue. The item was therefore
removed and analysis repeated.
Table 4.2 details the improvement of fit indices following omission of the item.
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Table 4.2
CFA Fit Statistics
 χ2 P df TLI CFI RMSEA AIC BIC
Initial model 943.26 0.000 10 0.99 0.99 0.02 6624.44 6664.43
 χ2 P df TLI CFI RMSEA AIC BIC
Model with
Omitted item
846.67 0.000 319 0.89 0.90 0.06 33312.68 33548.62
Note: p < 0.005**, X2 = chi square, df = degrees of freedom, TLI = Tucker Lewis Index, CFI = Comparative Fit
index, RMSEA = Root Means Square Error of Approximation, AIC = Akaike Information Criterion, BIC =
Bayesian Information Criterion.
It should be noted that following the removal of the items from the initial model, the
fit did not improve drastically in all aspects; however, the error message was alleviated,
leaving the multivariate normalised estimate of 45.72.
4.2.2 Reliability. The reliability was assessed in order to ascertain and verify the
relationship between discrimination and burnout for the particular sample and determine
which mediator—work identity or ethnic identity—resulted in a stronger relation. The
reliability of the scales was determined by noting the alpha coefficients, with a cut-off for
these scales of ≤ .70 deemed satisfactory (Nunnally & Bernstein, 1994). Reliability results on 
the Work Identity scale were below the acceptable level. Item 3 was removed from the
measure, which significantly improved the reliability to α = 0.89. The reliability of the Ethnic 
Identity scale was deemed acceptable without the removal of any items as the alpha value
was above acceptable level at α = 0.87. The Burnout scale had no items removed from it as 
the reliability was α = 0.88. The reliability found for the Discrimination scale was α = 0.886 
after items 1, 2, and 12 were removed.
These reliabilities are depicted across scales in Table 4.3, below.
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Table 4.3
Reliability of Scales
Scale Items Alpha co-efficient (α ≤ .70  )
Work Identity Scale (TWIS-CRC) 12 .88
Ethnic Identity Scale (MEIM) 6 .87
Burnout Scale (UBOS) 5 .88
Discrimination Scale (CWDHS) 12 .89
Note: CWDHS = Chronic Work Discrimination and Harassment Scale, TWIS-CRC = Tilburg Scale for Work
Identity Commitment and Reconsideration of Commitment, MEIM = Multigroup Ethnic Identity Measure and
UBOS = Utrecht Burnout Scale.
4.3 Descriptive Statistics
An assumptions test was conducted in order to test for any violations, of which none
were found. The MANOVA is preceded by preliminary assumption testing, which is done in
order to assess for normality, linearity, univariate and multivariate outliers, homogeneity of
variance-covariance matrices, and multi-collinearity (Pallant, 2010). Additionally, the Box’s
Test of Equality of Covariance Matrices was found to be significant (p < .05). The
MANOVA was conducted using Work Identity, Ethnic Identity and Discrimination as
independent variables, and Burnout as a dependent variable. The correlation analysis that was
conducted between the variables indicated significant relationships between Discrimination
and Burnout, indicating a correlation of .46 between Work Identity and Discrimination and a
correlation of -.19 between Work Identity and Burnout. The multivariate analysis indicated
significant results with Wilks’ Ʌ = .95; F(4) = 6.4; p < .05; partial η2 = .05; indicating that
there was a statistically significant difference in discrimination based on the Black sample.
Other significant differences were found in ethnic identity, with results of F(1) = 10.643;
p < .05; partial η2 = .02. There was, however, no significant relationship between Ethnic
Identity, Discrimination, and Burnout.
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Table 4.4 below indicates the mean scores for each measure.
Table 4.4
Correlations between Variables
Scale 1 2 3 4
1. Discrimination (CWDHS) - -
2. Work identity (TWIS-CRC) -.19** - -
3. Ethnic identity (MEIM) .04 .31** - -
4. Burnout (UBOS) .46** -.29** -.02 -
Note: ** indicate statistical significance, CWDHS = Chronic Work Discrimination and Harassment Scale,
TWIS-CRC = Tilburg Scale for Work Identity Commitment and Reconsideration of Commitment, MEIM =
Multigroup Ethnic Identity Measure and UBOS = Utrecht Burnout Scale.
In relation to the above, it can be said that there is a negative significant weak
relationship and pathway between Discrimination and Work Identity (-.19), a positive
significant medium relationship between Discrimination and Burnout (.46), and a negative
significant weak relationship between Work Identity and Burnout (-.29). Ethnic Identity
seemed to have a positive significant weak relationship with Work Identity. Participants
seemed to provide higher responses to Work Identity, thus suggesting that they may have
strongly agreed more to these items, as indicated in Table 4.5. The opposite can be said about
items in the Burnout and Discrimination scales, which indicated that participants responded
using lower scores. Participants seemed neither to agree nor disagree on responses to the
Ethnic Identity scale.
Table 4.5 below provides the descriptive statistics per scale.
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Table 4.5
Descriptive Statistics per Scale Responses
Scale N Mean Median Mode Std.
Deviation
Discrimination (CWDHS) 403 2,38 2,40 3,00 1,33
Work identity (TWIS-CRC) 400 4,10 4,13 5,00 0,72
Ethnic identity (MEIM) 399 3,84 4,00 4,00 0,80
Burnout (UBOS) 403 2,09 1,80 0,00 1,66
Note: CWDHS = Chronic Work Discrimination and Harassment Scale, TWIS-CRC = Tilburg Scale for Work
Identity Commitment and Reconsideration of Commitment, MEIM = Multigroup Ethnic Identity Measure and
UBOS = Utrecht Burnout Scale.
4.4 Path Analysis
A path analysis is a structural equation modelling (SEM) technique that was
performed using the EQS statistical program. A path analysis is conducted to demonstrate
direct and indirect effects and relations between variables in order to evaluate the strength
and direction of the relationship (Edwards & Lambert, 2007). Furthermore, the path analysis
specifically allowed the researcher to decipher and illustrate the relationship between the
constructs within this study, being discrimination and burnout, and also how this relationship
can manifest through the mediator identity. The relationship between discrimination and
burnout (Hypothesis 2 [H2] as depicted in Figure 3) is indicative of a direct effect. Indirect
effects can be observed through the addition of a mediator in the form of ethnic and work
identity in Hypotheses 1 and 3 (H1a, H1b, H3a and H3b). The strength of the relationship is
explained by the β value and/or percentage variance, and the direction is indicated by the 
positive or negative sign.
Hypothesis 1a was formulated to investigate how discrimination positively influences
ethnic identity. Contrary to expectation, the relationship between ethnic identity and
discrimination was not found to be significant (p > .05), nor was the relationship between
ethnic identity and burnout.
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Hypothesis 1b stated that discrimination would negatively influences work identity. In
the case of work identity, it was found to have a statistically significant relationship with
discrimination and that the increase of work identity by one point results in a decrease of
discrimination by .10 (p < 0.01). It can also be said that the 33.6% variance exhibited in
burnout may be explained by work identity and discrimination. Work identity was
significantly related to discrimination, with a small significant relation of -.22 (p < 0.01).
When work identity is found to increase by one point, discrimination decreases by .048.
Hypothesis 2 anticipated that discrimination would lead to an increased possibility for
burnout. The relationship between burnout and discrimination was found to be significant.
This meant that when burnout is found to increase by one point, discrimination is found to
increase with it by .36 (p < 0.01).
Hypothesis 3a stated that ethnic identity lowers the possibility for burnout. The
relationship between ethnic identity and burnout was not found to be significant, which meant
that while burnout was set to increase by .46 when ethnic identity increases by one point, this
relationship was not exhibited as a result of its not being significant. It may be possible that it
could manifest in other ways, which may need to be investigated and the relationship
statistically analysed and assessed.
Hypothesis 3b investigated whether or not work identity decreased the possibly for
burnout. The relationship between burnout and work identity was found to be statistically
significant. Furthermore, the unstandardised regression coefficients revealed that when
burnout increases by one point, work identity decreases by .36 (p < 0.01).
Finally, it can be said that discrimination and burnout were found to have a
relationship showing the significant impact in their interaction, at .46 (p < 0.01). This was
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followed by the strength of the relationship between work identity and burnout, which
resulted in a small significant relation of -.23 (p < 0.01).
Presented in Figure 3 below is a model that includes the specified coefficients and
direction.
Figure 3. Path model with standardised solution at p < .05**
Note: Standardised regression estimates (β) are presented. Statistically significant at *p < .05; **p <. 01;
***p < .001
4.5 Chapter Summary
The preceding chapter detailed the results obtained from statistical analysis of the data
for the present study. As part of the psychometric properties, the scales used in this study
were tested for their reliability, which was deemed acceptable and above expectation. A
confirmatory factor analysis (CFA) allowed for comparison of measurement models in order
to determine the best-fitting model in relation to fit indices. The multivariate analysis of
variance (MANOVA) that was conducted yielded statistically significant results that allowed
for description of the mean scores of the scales used within the present study. In addition, the
Ethnic Identity
BurnoutDiscrimination
Work Identity
H1b =.046
H3b = -.360**H3a = -.102**
H2 = .358**
H1a= .022
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path model allowed the researcher to confirm or reject the hypotheses, while explaining full
or partial mediation by Work and Ethnic Identity, depending on the significance of this
relationship.
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CHAPTER FIVE
DISCUSSION
5.1 Chapter Introduction
The present study aimed to examine how the relationship between discrimination and
burnout is mediated by work and ethnic identity within a sample of Black South Africans.
The previous chapter detailed the statistical procedures undertaken to evaluate these
relationships, which yielded results alluding to a relationship between discrimination and
burnout existing, which may also occur through the mediator work identity. The relationship
between discrimination and burnout, however, could not be exhibited through the mediator
ethnic identity. Using this as a point of reference, this chapter will provide an interpretation
of the findings cited in the previous chapter. Following this, each hypothesis will be
elucidated and explained in relation to these results and existing literature. The final section
will provide a general overview of all the constructs that were used in this study, in relation to
one another.
5.2 Contextualisation of Findings
Within the South African context, discrimination is a sensitive issue that holds
historical significance as its remnants and ramifications ripple through the lives of
individuals, groups, organisations, and society at large (Rudwick, 2006). Its manifestation,
both subtle and overt, impacts victims in various ways: how individuals view themselves and
how they interact and identify with others, leading to depletion of psychological resources;
that is, emotional exhaustion in the form of burnout (Jones et al., 2016). Emotional
exhaustion decreases work outcomes and results in negative attitudes towards others. This
statistical significant relationship can, however, be decreased through a well-developed
identity (Hogg, Terry, & White, 1995), strengthening a sense of belonging in groups and
clarifying roles (Saayman & Crafford, 2011; Haslam & Ellemers, 2011). The inclusion of
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identity in this regard can improve individual outcomes and act as a resource that decreases
perceptions of exclusion, isolation, inequity, and unfair treatment; and increases esteem,
social connectedness, and a sense of community. These outcomes are crucial in a context in
which exclusion and perceptions of discrimination still plague millions of Black South
Africans (Mazibuko & Govender, 2017). Furthermore, as a result of the historical and
contextual backdrop, South Africans continue to find themselves having to reconstruct their
personal, social, and relational identities, questioning whether they belong in various contexts
in their lives (Rudwick, 2006), including the workplace. Dodd and Snelgar (2013) cite that
consequences of historical oppression may have resulted in Black South Africans’ perceiving
themselves as less capable to function optimally and achieve their ambitions. It is also known
that social norms set the tone for the manner in which people behave and treat others (Hogg
& Turner, 1987); this consequently affects how businesses are run, their productivity, and
success.
The present study aimed to examine the relationship between discrimination and
burnout and how this relationship is mediated by work and ethnic identity. The findings
suggest that discrimination and burnout are significantly, positively related. Additionally,
discrimination and work identity, and burnout and work identity, are both negatively related.
Ethnic identity seems to have no significant relation to discrimination or burnout. These
results will be elaborated upon in subsequent sections. Upon this contextual summary, the
stated hypotheses will be expounded as per the results obtained from the data collected for
this study. The hypotheses will also be expanded upon for further clarification and
understanding of each relationship. In addition, this section will integrate previous research to
describe and explain possible reasons for the results obtained.
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5.3 Discrimination and Aspects of Identity
The following section will contain a discussion of the results of hypotheses 1a and 1b,
pertaining to the relationships between discrimination and ethnic identity, and discrimination
and work identity, and the effects thereof.
5.3.1 Discrimination and Ethnic Identity. Hypothesis 1a stated that discrimination
positively influences ethnic identity. This meant that discrimination can cause an individual
to exhibit and make use of their ethnic identity to lower the negative impact of
discrimination. The positive relationship would also suggest that as discrimination increases,
so does ethnic identity. Findings suggested that there was no significant relationship between
these variables and therefore the results in this study do not support this hypothesis. Previous
studies in varied contexts found this relationship to be prevalent and significant (see
Mossakowski, 2003; Yip, Gee, & Takeuchi, 2008). A study by Mossakowski (2003) that
examined the effect that ethnic identity had on the manifestation of perceived discrimination
and mental wellbeing, included a sample of Filipino participants. It was found that ethnic
identity decreased the effects and stress that comes with discrimination and further mentioned
the benefits of having a strong sense of community and being committed to and being proud
of one’s ethnic identity. This study differed slightly from the present study as it made use of
ethnic identity as a moderator. This meant that ethnic identity influenced the strength of the
relationship between discrimination and wellbeing. It was also found that results for the
Filipino sample were similar and comparable to those of Black samples. In a Mexican
sample, Romero and Roberts (2003) found that as discrimination increased, individuals often
made use of their ethnic identity as a resource to alleviate the negative effects of
discrimination. This meant that if discrimination was experienced, ethnic identity was utilised
to mitigate the negative effects thereof. Findings also indicated that individuals who strongly
identified with their ethnicity also had high self-esteem and had better capacity to cope with
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the negative impacts of discrimination. During the apartheid regime, ethnic identity formed
the basis of discrimination, leading many Black individuals to abandon this form of identity
(Rudwick, 2006). Ethnicity gave grounds for segregation, coupled with politicisation and
stigma around belonging to a particular ethnic group. This leads to questions about how this
may have impacted how Black South Africans view issues of ethnic identity today. More
recently, Mazibuko and Govender (2017) allude to the ripples of this dire oppression still
being felt today, even among the most liberal members of the Black population. It can
therefore be said that the benefits of fostering a strong ethnic identity, such as increased self-
esteem, sense of belonging, and community, as described in previous research, may be
diminished in the South African context.
Negotiation and renegotiation of ethnic identity may lead to individuals’ questioning
which parts of who they are and if they truly subscribe to this. This could be beneficial in the
South African context as Rudwick (2006) cites that ethnic identity was previously tainted and
its benefits not able to be fully realised as a result. Romero and Roberts (2003) further add
that ethnic identity could lower the negative impact of discrimination and increase
identification with one’s in-group. The results exhibited in this study could also lead to
questions of whether Black individuals may not specifically identify with their ethnicity in
this context and if so, this may suggest that they cannot leverage the positive impact of ethnic
identity in order to decrease the negative effects of discrimination. It could also mean that
individuals do not experience discrimination in relation to their ethnic identity in the
workplace, taking into consideration the specified scale and the stipulated items. There may
also be questions of what ethnic identity is in South Africa.
5.3.2 Discrimination and Work Identity. Hypothesis 1b stated that discrimination
negatively influences work identity. This meant that a work identity can be utilised to
decrease the impact of discrimination. Findings suggested that there was a significant
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negative relationship between these variables; this hypothesis is therefore supported by these
results. Personal, social, and relational identities are central to the formation of work identity,
also defined by the roles individuals play and relationships formed within these spheres.
Jansen and Roodt (2015) add that relationships with others, as well as environmental,
contextual, and psychological factors, are contributors that affect how individuals form their
identity at work. Feelings of rejection, harm to self-esteem, outlook, and distress adversely
affect individuals’ perception of their work and themselves. A study by Truchot and Deregard
(2001) found that individuals who identify with work and feel a sense of belonging at work
experience significantly lower perceptions of unfairness and discrimination at work. Results
of this study suggest that when individuals experience discrimination, they are able to
challenge this incivility, rejection, or attacks to self-esteem with their certainty in their work
identity (i.e., their role and relationships formed at work). It can therefore be said that these
individuals make use of their identity as a resource in decreasing the effects of
discrimination.
Discrimination can negatively impact an individual’s developed and developing work
identity, should it be prevalent in the workplace. Discrimination in the workplace manifests
in the form of mistreatment, incivility, racism, isolation, and exclusion, that in turn negatively
impacts an individual’s ability and desire improve self within the workplace. Individuals
therefore retaliate and may be observed as aggressive or dissatisfied (Noh, Kaspar, &
Wickrama, 2007), exhibiting deviant workplace behaviour, retaliation, or lack of efficacy, as
well as a poor sense of belonging and identification with work (González-Romá et al., 2006).
Work makes up a large portion of the lives of employed individuals, forming a part of their
personal identity and contributing to perceptions of meaningfulness (May, 2003). Positive
factors such as good relationships, positive work culture and environment are emphasised as
contributors to individuals perception of work (Saayman & Crafford, 2011). Ashforth and
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Mael (1989) affirm that positively identifying with work results in positive outcomes for
individuals, groups, organisational culture, and prosocial relations in the workplace.
The degree to which individuals identify with their work and pursue it for purpose and
meaning is questionable. With significantly high unemployment rates and dire economic
circumstances, it is questionable that South African find themselves working to develop their
identity and self-awareness, or comply simply in order to earn a living and support their
families. A study based in the South African context by Lloyd, Roodt, and Odendaal (2011)
found that employees saw work as a central part of who they are, solidifying their role and
value they add. However, it was also found that the multiple roles individuals find themselves
playing, the demands to provide, support and fulfil expectations, makes work a means to an
end. This meant that they often end up making use of other personal and internal resources to
drive them at work (Lloyd, Roodt, & Odendaal, 2011). Persistent discrimination, retaliation,
aggression, and dissatisfaction deplete the internal resources, including identity and possibly
the drive to perform impactful work (Noh, Kaspar, & Wickrama, 2007). These findings were
similar to those of the current study, where the mean score suggested that participants
identified with the work they do. These results suggest that the sample of employed adults
placed significant value on the work they do but may do so for reasons other than purpose
and meaning. Identity and discrimination are pertinent issues in the South African context
(Adams et al., 2014; Mbembe, 2016) and the specific effects of discrimination and the use of
a strong work identity in Black South Africans needs to be leveraged. It has never been more
important with the constant negotiation and navigation through these constructs.
5.4 Discrimination and Burnout
Hypothesis 2 stated that discrimination increases the possibility for burnout. Results
suggested that there was a significant positive relationship between these variables and
therefore the hypothesis is supported by these findings. This meant that individuals who are
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discriminated against are likely to exhibit burnout. Limitations to resources, being ignored,
belittled, demeaned, and being systematically excluded from participation are observable
manifestations that occur in organisations and are all means by which an individual can be
discriminated against. These have been found to lead to negative psychological effects for
victims (Major et al., 2002). These negative psychological effects may also manifest in the
form of cynicism, exhaustion, and sapping out of resources; all forms of burnout that lead to a
decreased ability to make impactful contributions in society and at work Schaufeli et, al.,
2008. Discrimination results in depletion of psychological resources, resulting in negative
psychological effects in the form of burnout (Jones et al., 2016). Burnout, specifically
emotional exhaustion, results in indifference and counterproductive negative attitudes
towards one’s work. A positive sense of self, support, and positive relations are suggestions
for possibly mitigating the negative effects (Buunk & Schaufeli, 1993).
South Africa has laws and regulations that safeguard its citizens from incidences of
discrimination and which call for equity and fair treatment. The Employment Equity Act (no.
55 of 1998) and affirmative action are both laws that promote equity and equal opportunities
by forbidding discrimination and encouraging equitable representation. These laws were
created to protect and promote the rights of individuals alike but the effects of these
interventions have yet to be realised (Mazibuko & Govender, 2017). Discrimination in its
many forms is far from being a phenomenon of the past. The pervasiveness of discrimination
and its impact on individuals and groups may be explained by the in-group–out-group
phenomenon, in which distress, isolation, and segregation may result when members do not
belong to a particular in-group (Tajfel & Turner, 1986). It is also known that when employees
perceive discrimination, mental and psychological distress, and indifference towards work,
job satisfaction and dedication decrease and there is a greater likelihood of an individual
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leaving his or her job (Kabat-farr & Cortina, 2012; Sellers, Caldwell, Schmeelk-Cone, &
Zimmerman, 2003).
Emotional exhaustion in the form of indifference and negative attitudes towards work
also results and is associated social and non-social components of work (Schaufeli et, al.,
2008). The social component emphasises importance of acceptance as it affects how
individuals perceive work-related outcomes and in turn affects how they identify with others
at work (Buunk & Schaufeli, 1993). Thus, when individuals perceive even subtle forms of
discrimination such as rejection, isolation, or exclusion, this may result in negative
psychological outcomes, which will in turn affect how well they function at work (Major et
al., 2002). A study by Becker (1980) on perceived discrimination and participation at work
confirms that when they perceived discrimination, Black employees’ attitudes towards work
significantly altered their work orientation and in effect, their productivity. Becker (1980)
further adds that inequity and exclusion bring about negative impacts that affect productivity
and profitability, while affecting team and group relations in conjunction with individual
outcomes such as job satisfaction and commitment. Leiter and Maslach (2003) affirm that
while support is crucial, a critical or negative environment may lead to unresolved conflict
and feelings of frustration and aggression. No South African studies linking these constructs
could be found, indicating the importance of further research and investigation.
5.5 Aspects of Identity and Burnout
The next section will contain a detailed discussion of the results of hypotheses 3a and
3b, pertaining to the relationships of ethnic identity with work identity and burnout,
respectively, and results of these relationships.
5.5.1 Ethnic Identity and Burnout. Hypothesis 3a stated that ethnic identity
decreased the possibility for burnout. This meant that the stronger one’s ethnic identity is, the
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lower the likelihood of burnout. No significant relationship was found between these
variables and therefore results within this study do not support this hypothesis. Ethnic identity
asserts the need to retain one’s identity while integrating self with others. Previous studies on
samples from various ethnic backgrounds assert that ethnic identity can be used as a resource
to protect individuals against the negative impact of discrimination and psychological
exhaustion, and found this relationship to be prevalent and significant (see Umaña-Taylor &
Updegraff, 2007; Yip, Gee, & Takeuchi, 2008). In a study by Umaña-Taylor & Updegraff
(2007), a Latino sample was found to have a significant relationship between discrimination
and negative psychological outcomes when passed through the mediator ethnic identity. This
meant that individuals who felt a stronger affiliation with their in-group and closely identified
with it exhibited ethnic identity and utilised identity to decrease the negative effects of
discrimination and negative psychological outcomes. In the South African context, research
was found on ethnic identity (Rudwick, 2006) but minimal research was found linking ethnic
identity with burnout. In the South African study, the same benefits of having a high ethnic
identity (identifying with one’s in-group, improving self-esteem, and individual outcomes)
may not be realised as they were in the Latino sample described above.
To affirm this, a study by Yip, Gee and Takeuchi (2008) found that ethnic identity
significantly lowered the relationship between discrimination and psychological distress,
specifically in individuals with strong affiliation to their in-groups. These authors affirm that
increased identification with one’s group leads to improved affiliation with the in-group. In
addition to a sense of belonging, improved relationships can result from this (Phinney, 2000).
Identification with one’s in-group leads to high self-esteem, social connectedness, and a sense
of community (Yoo & Lee, 2005). Furthermore, research done on individuals’ sense of
belonging and social context revealed that an individual’s subjective view of his or her
environment, relatedness, and people within it, mitigates the impact of burnout in the form of
80
indifference and negative attitude in the workplace (Buunk & Schaufeli, 1993). It may seem
that creating an in-group with a collective identity can assist in decreasing burnout, though
results for this study were not significant, due to poor or minimal identification with or sense
of belonging to ethnic identity in the workplace. As such, it is unclear whether this
relationship could have resulted in positive outcomes in relation to emotional exhaustion.
5.5.2 Work Identity and Burnout. Hypothesis 3b stated that work identity decreased
the possibility for burnout. This meant that a higher work identity would lead to a decreased
prevalence of burnout. A significant relationship was found between these variables and
therefore the hypothesis is supported by findings within this study. The findings from this
study seem to suggest that Black South Africans identify with, understand the value and
significance of, and find pride in the work they do. It also seems that work forms a great part
of their identity and how they view themselves, similar to a previously mentioned study by
Lloyd, Roodt, and Odendaal (2011), which turned up similar findings. Indifference and
negative work outcomes can be diminished through the use of internal resources with which
individuals identify, which can be found in the various roles and responsibilities people enact.
Socially-induced drivers, such as working to provide for loved ones and helping
colleagues and teams perform optimally, act as a means of motivation, as opposed to work-
related outcomes. Ashforth and Mael (1989) affirm that when individuals identify with and
take ownership of their work roles, positive outcomes result, including finding meaning,
organisational commitment, and supportive behaviour towards others. The individuals’
thoughts and actions are then impacted because of belonging to and identifying with teams
and departments in which they are established (Haslam & Ellemers, 2011), as well as the
value they may offer to the organisation (Saayman & Crafford, 2011). When individuals feel
a sense of belonging, this may act as a resource that can intervene and mediate against
psychological distress and emotional exhaustion that results in physical and mental depletion.
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Results indicate that the work identity of individuals in this context assisted in lowering the
chances of burnout occurring, as a result of identifying with the work they did and people
they worked with.
5.6 Discrimination, Aspects of Identity and Burnout
The aim of this hypothesis was to determine the relationship between discrimination,
identity, and burnout. A significant relationship was found between work identity,
discrimination, and burnout, while the relationship between these variables and ethnic
identity was not significant. This meant that participants were able to identify with and
recognise the significance of the role they play within the work they do and how they interact
and relate to others but the same could not be said with regards to using ethnic identity as a
resource in mitigating the effects of discrimination that lead to emotional exhaustion in the
workplace. When individuals perceive discrimination in different forms in the workplace, this
may cause burnout in the form of emotional exhaustion, affecting their ability to perform
their duties effectively, interact with others, build relationships, and belong within
organisations. Work identity, as a core construct, was found to play a significant role in how
individuals view and define themselves. Skorikov and Vondracek (2011) have found that
developing a strong, self-chosen and positive work identity has an impact on professional
success, interaction with others, and psychological wellbeing. Similarly in the current study,
the importance of work, understanding one’s purpose, and the value work brings to the
individual played a significant role in decreasing the impact of discrimination and burnout.
Social identity theory postulates that in-groups tend to discriminate against members
of the out-group in order to retain their established norms (Tajfel & Turner, 1982). This
means that the individual adapts and negotiates his or her identity in order to find
membership, which contributes to how individuals view themselves and identity with others
(Bothma, Lloyd, & Khapova, 2015). Tajfel (1982) elaborates that the impact of
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discrimination on individual and group identity, explained by an in-group–out-group
phenomenon, may lead to distress, isolation, and segregation, arising when members do not
belong to a particular in-group. Individuals’ subjective view of the work context and relations
with colleagues are important in attempts to decrease the negative effects of discrimination
and emotional exhaustion in the workplace (Buunk & Schaufeli, 1993). It is also important to
note that when individuals find value in the work they do, this induces personal reward and
incentive, and contributes to how they view themselves and how well they do what they do
(Leiter & Maslach, 2003).
The workplace should be an environment of fairness and equality, in line with the
Labour Relations Act (no. 65 of 1995), the Basic Conditions of Employment Act (no. 75 of
1997), the Employment Equity Act (no. 55 of 1998), and the Broad-Based Black Economic
Empowerment Act (no. 53 of 2003). Legislation places particular emphasis on equal
treatment of diverse groups and equal opportunities being presented to all. Enforcement of
these laws has been staggered and may still be inconsistent and wanting, as most
organisations merely comply and do not undertake a commitment to inclusion and improving
the lives of previously disadvantaged individuals (Mazibuko & Govender, 2017). Having
moved well into a democratic dispensation, South African organisations still do not
adequately embrace and incorporate an inclusive culture within which the Black population
and all other racial, cultural, and ethnic groups can relate equally. Many still do not enforce
an accepting, multidimensional culture that embraces diversity and is reflective of this
rainbow nation and South African demographics (Mazibuko & Govender, 2017). Though not
exclusive to this demographic, employees perceive discrimination and inequity through the
way in which they are treated at work or in day-to-day relations. This may be in the form of
subtle incivility, unfairness and stereotypic attitudes, and in some cases, overt sexual
harassment and racism (Cortina, 2008; Deitch et al., 2003). While it is difficult to measure
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and control attitudes about race and other things that form the basis for differences
(Anderson, Fryer & Holt, 2002; Saayman and Crafford (2011) maintain that discrimination
on this basis leads to decreased sense of belonging, decreased satisfaction, and increased
defiance, causing withdrawal and negative psychological effects. Negative attitudes,
indifference, and physical and mental fatigue result from a continued demand of resources
that are eventually depleted (Schaufeli et, al., 2008). Employees may then be required to
overlook the issues and dire exhaustion they face and produce optimal or expected work
outputs, despite experiencing this reality. Lowered levels of accomplishment and emotional
fatigue may result, as well as being ineffective and experiencing decreased professional
efficacy (Leiter & Maslach, 2003). These may be the reasons for the results exhibited.
Perceived discrimination leads to decreased participation at work, as confirmed by
Becker (1980), who observed that Black employees’ attitudes towards work significantly
altered their work orientation and productivity when they experienced discrimination. It may
be even more pertinent that similar findings have been documented close to 40 years after
this study by Becker (1980) and close to 25 years into the South African democracy.
5.7 Chapter Summary
This chapter provided a discussion of the results, interpreting and integrating results
from the preceding chapter with previous literature. In this section, possible explanations for
the relationships found within the results were expanded upon in order to show how these
relationships manifest in the South African context within the Black population group. In
conclusion, this clarified how these findings could have contributed to the greater body of
knowledge surrounding Experiences @ Work.
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CHAPTER SIX
GENERAL CONCLUSION
6.1 Chapter Introduction
This, the final chapter, will provide an overview of the limitations and
recommendations of the study, with the aim of assisting future researchers. The practical,
theoretical and managerial implications of these finding will then be considered and the
chapter will end with a general conclusion for the study. This conclusion will be based on the
stipulated target sample, which was the Black South African population group.
The present study aimed to examine the relationship between discrimination and
burnout, as mediated by ethnic and work identity in Black South Africans. The results
supported hypotheses and confirmed the relationship between discrimination and burnout.
Furthermore, a significant negative relationship was found between work identity and
discrimination, and work identity and burnout. However, no relationship was found between
these variables and ethnic identity.
It can be inferred from the results that individuals belonging to the Black population
group make use of their work identity to mitigate the relationship between discrimination and
burnout. It may furthermore mean that they may use work identity as a resource to lower the
impact of the relationship between discrimination and burnout. It was surprising to find that
the sample of Black individuals did not make use of their ethnic identity as a resource to
lower the impact of discrimination and burnout. This was indicative of the importance of
work and the role it plays in an individual’s relating to and making use of his or her work
identity as a resource in unfavourable conditions.
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6.2 Limitations and Recommendations for Future Studies
The following section will detail the limitations and challenges related to the findings
and gaps observed in conducting the present study. Alternative approaches to the constructs
will also be discussed, while linking the present study to previous studies that used the same
constructs. The section will conclude with recommendations for future research.
The present study also made use of both pen and pencil and electronic versions of
distribution of the questionnaire which could lead to method bias. Future researchers should
take note of the implications thereof and mitigate this by ensuring either or both methods are
done well to ensure scientific rigor. No causal relationships can be deduced from the
relationships assessed in this study; rather the strength and direction of the relationship
between the variables may be seen. It would be beneficial, however, to look into the cause of
the relationships in order to better understand why discrimination and burnout occur as they
do, and their further impacts not addressed in this study. In a causal relationship,
discrimination would directly lead to the occurrence of burnout, which is not explained in this
study as it is understood that there are factors that may be unexplained within the relationship
of these variables and not accounted for in the analyses. Furthermore, the addition of identity
as a mediator allowed the researcher to analyse only the alternate path for the relationship and
how this path impacted the strength and direction of the relationship between burnout and
discrimination. It would be beneficial, however, to look into the opposite direction and the
possibility of a different manifestation occurring because of this.
The results in this study were limited to a population of Black working South
Africans. This means that these results may only apply to a specific demographic group and
cannot be said to be true for all individuals in the Black population group for these variables.
It would be valuable to expand the scope of demographic groups analysed, even making use
of different populations and countries for valuable comparison. Should this study be
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expanded to a larger group and varied individuals, this will lead to more comparative data
being obtained. Comparison between groups will be valuable as it will allow for researchers
to better understand the impact of identity on decreasing discrimination and burnout. Still
furthermore, it would be interesting to note how different population groups make use of
identity as a resource to mitigate the effects of discrimination and burnout. A larger group of
individuals could yield more reflective results as an increased number of participants could
perhaps yield more representative data. In some instances, some of the measuring instruments
were not normed for the South African context. As such, it would be valuable for future
researchers to both validate and develop South African norms and even instruments related to
these constructs.
Multiple studies in other contexts, examining different demographic groups, could be
found (see Umaña-Taylor & Updegraff, 2007; Yip, Gee, & Takeuchi, 2008) and formed the
theoretical basis of this study as they emphasised the importance of studies related to ethnic
identity; however, the same could not be said for the South African context. Rudwick’s
(2006) study, relating ethnic identity with language in South African landscape, brought
about valuable insight; however, no studies could be found that gave evidence of ethnic
identity and its relation to discrimination or burnout. Ethnicity should be seen as a
significantly important concept in a country as diverse as South Africa and understanding its
impact on individuals in society and in the workplace would contribute to our understanding
of its impact on people. Furthermore, understanding how ethnic identity is exhibited, its
manifestation, and how it may be utilised as a resource in lowering the impact of
discrimination would be valuable to explore in the South African context.
The constructs and their relationships may be exhibited differently by different races.
Therefore, a study including different races and ethnic groups could assist in broadening our
knowledge of this phenomenon, providing a deepened understanding of the relationship
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between burnout and discrimination, as well as the effective utility and contribution of work
and ethnic identity in mitigating the impact of this relationship. Furthermore, it would be
beneficial to evaluate cultural differences in order to make meaningful comparisons between
different demographics (see Mossakowski, 2003; Romero and Roberts, 2003). In addition,
conducting a study of similar nature but with different demographics and racial groups would
give us a deeper knowledge of the experiences and improve our theoretical understanding of
the phenomena under study, specifically within the South African context.
Finally, the development and subsequent use of a locally-developed ethnic identity
scale would assist in aligning demographic- and context-specific information for a more
contextually relevant study and results that would assist in understanding these phenomena as
they occur within the various racial and cultural groupings in South Africa. This could also
form the basis of other scales that could be developed in contexts with multiracial and
multicultural demographics in an attempt to become more knowledgeable about the concept
and how it is exhibited, accepted or otherwise, and perhaps how it manifests in the general
population today, in comparison to how it has changed in different generations.
6.3 Contributions
The following section will detail the theoretical and practical contributions of this
study and possible implications for South African workplaces.
6.3.1 Theoretical Contributions. The present study desired to add to theories related
to work identity as experienced by Black South African, working individuals. It is important
to understand this phenomenon as the workplace is a vastly different environment today, with
nuanced experiences for different groups. It was therefore important for the researcher to
begin to investigate these phenomena with the aim of adding to the body of knowledge and
deepening the understanding of this particular group’s experiences in the work context. This
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study also aimed to contribute to the body of knowledge available on discrimination,
providing insight into the challenges and possibly limited change in experiences perceived by
this demographic group, compared to previous generations and dispensations.
This study also highlighted that Black individuals still face similar challenges related
to discrimination at work and in society today that may lead to emotional exhaustion.
Although identity was cited as a psychological resource in this study, it was also clarified,
through the results obtained in this study, that the sample utilised may not have used ethnic
identity as a psychological resource to lower the impact burnout and discrimination. In
addition, this study sought to add to the existing body of knowledge of these constructs as no
study could be found that explicitly linked these constructs in the South African context.
6.3.2 Practical Contributions. The present study aimed to contribute to the
understanding of discrimination, its harmful impact on individuals, and how this leads to
psychological distress in the form of emotional exhaustion. Identity is then leveraged as a
resource that mitigates the effects of this relationship. The importance of fostering an
inclusive and accepting culture in workplaces and society at large has never been more
important. To become and remain globally viable, being malleable in an ever-changing
environment is important for strategic advantage and growth (Ireland & Hitt, 1999).
Discrimination and inequity are still a reality in many Black individuals’ daily lives. Having
to prove oneself and coping with being hired simply for compliance in organisations, while
negotiating and renegotiating issues of identity remains a pervasive challenge, even for more
educated and well-trained Black individuals. Living and working in environments that are
accepting and leveraging strengths of well-identified individuals at work should be used as a
strength to form more productive, effective, and creative teams, leading to successful
organisations and profitability (Ireland & Hitt, 1999). Work environments and ultimately
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societies that foster an inclusive culture that accept individuals and does not perpetuate subtle
and overt forms of discrimination is important to decrease the emotional exhaustion that
results from being discriminated against. Ingraining this inclusive culture will ultimately
adjust how we operate in society, which should trickle down into how organisations function
and, in effect, how individuals behave.
6.4 Implications
The following section will detail the implications of this study with regards to the
organisational and managerial impact of the findings.
It is of importance that the South African workplace is an environment that allows for
equality and inclusion. This will ensure an environment that allows for productivity and
profitability, and positive individual and team engagement, satisfaction, and commitment
(Becker, 1980). Ensuring that recruitment and selection, negotiation of remuneration, and
other seemingly insignificant decisions that lead to the perpetuation of discrimination in the
workplace (Pager, Bonikowski & Western, 2009) should be better managed. Though policies
such as BBBEE and other means of affirmative action have been put in place, these should
not be allowed to serve simply as window dressing and for the sake of compliance, but rather
be integrated into the culture of organisations. Negligence in terms of policy-making within
organisations, as well as lenient leadership behaviour, may also cause employees to
perpetuate what the organisation seems to condone (Cortina, 2008; Van Laer & Janssens,
2010). As such, organisations need to be seen and known to act strictly and decisively on
situations that involve violation of their employees’ human right to dignity, equality, fair
treatment, and equal opportunities.
While South Africa has moved well into a new era and dispensation with a younger
and more urbanised generation coming to the fore, more opportunities presented to all races,
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and equality and unity being the order of the day, the disparities and inequality are still a
prominent concept for Black individuals. It is widely known and has been previously noted
that more and more educated and adequately trained Black individuals are entering the job
market, yet this does not close the gap of the persistent disempowerment that is still pervasive
and has a ripple effect, both societally and within the workplace (Mazibuko & Govender,
2017; Roodt, Jansen, & Crous, 2011). Black individuals are faced with the challenge of
expressing, refining, and effectively utilising their identity, let alone feeling sense of
belonging in their work environment and in the jobs they perform. Subtle and overt
manifestation of discrimination and the impact thereof still cripple society and workplaces,
and lead to aggression, resentfulness, and counterproductive workplace and societal
behaviour, which the present study aimed to highlight. This eventually manifests in burnout,
specifically emotional exhaustion. Results of this study indicated that individuals belonging
to the Black population group significantly utilised work identity as a resource in decreasing
the impact of the relationship between discrimination and burnout. This was a positive
finding as this strength can be leveraged for multiple benefits, both at work and in society.
Contributors to results include factors such as people’s finding meaning and purpose
(Ashforth & Mael, 1989), working in order to develop their identities (Adams & Crafford,
2012), and sustaining themselves and their families. Work and clarity in one’s role, and how
individuals contribute to organisational outcomes add to the positive self-image individuals
have of themselves (Haslam & Ellemers, 2011; Luyckx et al., 2010). Positive relationships at
work assist to solidify identity, leading to positive attributions of self-contributing to
productivity and performance. Should the individual experience this engagement, increased
effectiveness and job satisfaction result (Leiter & Maslach, 1988). The impact of the harmful
and negative effects of rejection, isolation, and indifference that lead to emotional exhaustion
can be mitigated as a result of positive identification with the work an individual does.
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Truchot and Deregard (2001) affirm that a sense of belonging and identity found in work can
be used as a resource to mitigate the effects of perceptions of unfairness and discrimination in
the workplace. When this does not occur, individuals do not feel that they are able to perform
effectively or professionally, and experience a low sense of accomplishment, resulting in
frustration, aggression, and emotional fatigue (Leiter & Maslach, 2003).
6.5 Chapter Summary
The preceding chapter concluded the present study. The limitations and
recommendations for future studies were given, as well as contributions in terms of practical
and theoretical recommendations. General or societal and managerial or organisational
implications of the constructs used in this study were discussed, namely work identity,
discrimination, and burnout in the South African context. The chapter will end with closing
remarks and a general conclusion to the study.
6.6 General Conclusion
Discrimination and inequity are still a reality in many Black individuals’ daily lives, leading
to emotional exhaustion. This should not be the case, not least in the workplace, which should
be an environment that fosters and develops even stronger work identity in individuals,
providing a fair and equitable springboard for all individuals to flourish. Having to prove
oneself constantly or dealing with being hired by an organisation simply for compliance with
the law, leads to retaliation, aggressive and counterproductive workplace behaviour, and a
decreased sense of belonging, which decreases positive experiences at work. Experiences of
issues of negotiating and renegotiating issues of identity, even by more educated and well-
trained Black individuals, should be addressed more directly to mitigate the negative impact
of discrimination in society and organisations. Work environments and ultimately societies
that foster an inclusive culture that accept individuals and does not perpetuate subtle and
overt forms of discrimination is important to decrease the emotional exhaustion that results
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from being discriminated against. Living and working in environments that are accepting and
leverage strengths of well-identified individuals at work should be used as a tool to make
more productive, effective, and creative teams, leading to successful companies and
profitability (Ireland & Hitt, 1999). It is the researcher’s hope that this study can help in some
small part to help achieve these aims and create a better society and work environment for all.
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